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Statement of the Problem 
The purpose of this study was to examine the effects of school- 
community variables, personality factors, job perceptions, background 
characteristics on the leader behavior of Black elementary principals. 
This study was designed to test the following hypothesis: "Principal- 
ship effectiveness as evaluated by subordinate teachers is a function 
i 
of the personality characteristics of the individual as measured by the 
Edwards Personal Preference Schedule and of the social situation." It 
was also used to identify the conditions under which principals work. 
Methodology 
The basic methodological tool was regression analysis using gen¬ 
erally available, preprogrammed computer packages. Step-wise regression 
and multiple regression were used. Effectiveness was measured with the 
Leader Behavior Description Questionnaire. 
This study examined the effects of background variables, school 
community variables, job functions and personality variables upon the 
principal’s effectiveness as a leader. 
Findings 
The summary of the basic findings of the research deals with the 
significant difference, if any, in the school community variables, per¬ 
sonality factors, job perceptions and background characteristics in 
1 
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determining the effectiveness of the principal is presented below: 
1. With reference to background variables: age, sex, total 
years of experience, and years in present position of 
the twenty-two principals, there was a negative correlation, 
-.78, -.27, -.21» -.12, respectively. 
2. With reference to school community and principals' effective¬ 
ness, size of school, percentage of Black students, per¬ 
centage of white students,,.percentage of Black teachers, 
percentage of white teachers and socioeconomic level of 
the community, the correlation was either low or negatively 
correlated: .-20, .02, -.02, -.02, -11. 
3. With reference to the job function inventory and principalship 
effectiveness, the correlation was not significant: .32 
(relations with students and staff), -.21 (relations with 
school and community), -.06 (unions), -.04 (colleagues), 
-.07 (curriculum), and -.09 (general administration). 
4. With reference to personality variables and principalship 
effectiveness, only two of the fifteen variables were posi¬ 
tively correlate, change and aggression; .20914, .40691. 
Conclusion 
The findings of this research showed little support for the hypo¬ 
thesis "that principalship effectiveness as evaluated by subordinate 
teachers is a function of the personality characteristics of the indi¬ 
vidual as measured by the Edwards Personal Preference Schedule." 
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The importance of the elementary school principal's role in deter¬ 
mining the quality of educational program in his school is widely sup¬ 
ported in the literature pertaining to school administration. And in 
the future, "the quality of elementary education will be linked increas¬ 
ingly to the professional preparation, social vision, and consistent 
courage of elementary school principals."^ The principal's role is a 
strategic one for implementing educational changes. Sarason concluded 
that: 
. . . The principal is the crucial implementor of change. 
That is to say, any proposal for change that intends to 
alter the quality of life in the school depends primarily 
on the principal.2 
In order to function in this important role in American education, 
the elementary school principal needs to be an efficient and highly 
trained leader of people. Goldman summarizes the need for additional 
competencies necessary for the successful principal in the following 
quote: 
The type of role the school principal is being called upon 
to play in modern education necessitates that he enjoy a 
^Department of Elementary School Principals, National Education 
Association, The Elementary School Principal ship in 1968 (Washington, 
D. C.: DESP, 1968), p. 9. 
^Seymour B. Sarason, The Culture of the School and the Problem of 
1 
2 
high level of professional competency. Historically 
successful classroom teachers were selected for the 
principal ship on the assumption that success in teach¬ 
ing was a prediction of success in school administration. 
Experience over the years has shown, however, that not 
all successful teachers can become successful school 
principals. The changing demands of leadership require 
knowledge and competencies which go beyond those required 
for success in teaching.3 
Shutz states that "while there is no question that teachers are 
the pivotal figures in the education picture, it is clear that their 
4 
efforts can be and often are limited by poor administration." 
Yet, in spite of the importance of the role of the principal ship in 
todayls educational scheme, for Black school administrators it is fast 
becoming a fleeting plateau. Twenty years after the Supreme Court's 1954 
ruling stating that schools must be desegregated, the number of Black 
principals has declined. In testimony before the Senate subcommittee on 
education in the summer of 1971» Owen Kiernan, Executive Secretary of the 
National Association of Secondary School Principals, gave a report con¬ 
cerning the massive push out of Black principals in Southern and border 
states. He observed that "unless vigorous measures are taken at this time 
Black administrators will be conspicuous by his total absence from our 
5 
schools." 
Change (Bostons Allyn and Bacon, 1971)» pp. 148-9. 
Samuel Goldman, The School Principal (New Yorks Center for Applied 
Research in Education, 1966), p. 97» 
4 
William Shutz, Leaders of Schools (Berkeleys University of Cali¬ 
fornia, 1966), p. 1. 
ç 
Hearing Before the Select Committee on Equal Education Oppportumty, 
Part 10s Displacement and Present Status of Black School Principals in 
Desegregated School Districts, (Walter F. Mondale, Chairman, Washington, 
D. C.s United States Government Printing Office, 1971)» 
3 
Coming out of this same report are the following statistics con' 
cerning this trend in southern and border states: 
Alabama, 1966-1970: The number of black high school 
principals reduced-from 210 to 
57; black junior high school 
principals from 141 to 54. 
Arkansas, 1963-1971: The number of black high school 
principals reduced- from 134 to 14. 
Florida, 1965-1970: The number of black high school 
principals reduced-from 102 to 13* 
Georgia, 1968-1970: 123 reporting school districts 
"eliminated" 66 (or 19 percent) 
of their black principalships, 
while adding 75 percent principal- 
ships. 
Kentucky, 1965-1969* The number of black principals 
reduced-from 350 to 36 (22 of the 
remaining 36 in the city of 
Louisville). 
Louisiana, 1968-1970* 68 (or 19 percent) of the black 
principalships eliminated; 68 
white principalships added. 
Mississippi : ". . .over 250 black administrators 
have been displaced over a two- 
year period." 
Maryland: "In Maryland, there were 44 black 
high school principals in 1954. 
In 1968, 31* Contrast this with 
an increase in the number of white 
high school principals from 167 
in 1954 to 280 in 1968. In other 
words, while 13 black high school 
principals were being phased out, 
113 white high schools and prin¬ 
cipals were phased in." 
North Carolina, 1963- 
1970: The number of black high school 
principals reduced-from 227 to 8. 
4 




The number of black high school 
principals reduced-from 114 to 33. 
"Black high school principals 
have been reduced in number from 
73 to 17." 
Although no statewide statistics 
are reported, one principal com¬ 
mented* "The black principal 
is rapidly becoming extinct in 
East Texas". 
The number of black high school 
principals reduced-from 170 to 
16.6 
Counter-balancing these alarming statistics is an increase in the 
Black student population in public schools. Seventeen out of twenty-four 
urban school systems have a Black student population of more than 41.4 
percent the largest being Washington, D. C. with 92.2 percent.^ As the 
Black student population increases, there becomes a chronic need for 
effective Black leadership. According to Culbertson* 
There is a need. . .to have minority group personnel in 
important leadership positions in school districts to 
advance equality of learning opportunities and to 
help improve the quality of education in ways which 
majority group members cannot now do in many communi¬ 
ties especially in relation to black constituencies.^ 
Black administrators can and do contribute to the successful imple¬ 
mentation of educational policy designed to effect an integrated educa¬ 
tion. Stiles states two factors that have direct bearing on the unique 
^Ibid. 
^Bureau of Census, Statistical Abstract of the United States. (1972). 
Q 
Jack Culbertson, et al., Preparing Educational Leaders for the 
Seventies. (Columbia University Council for Educational Administration, 
1969* 505. 
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position of Black principals: 
First, Black principals in general tend to experience greater 
interactions with White students in resolving "integration- 
type" problems than do White principals with Black students. 
Secondly, it is frequently conceded that the source of much 
conflict, discontent, and consternation that is often experi¬ 
enced when desegregation occurs—among both Blacks and Whites 
emanates from the lack of knowledge of many of these basic 
differences in Black and White cultures and life styles. The 
Black principal is much more likely to be able to bridge this 
gap than the White principal—for he has been forced to live 
in both cultures all his life.9 
Metro-Atlanta is one of the few southern urban areas that can boast 
of a sizeable population of Black students and principals. Who are these 
Black principals, who have withstood the side effects of desegregation? 
What are the effects of school-community situations, job perceptions, 
personality variables, and background variables upon the leader behavior 
displayed by the principals? These are the questions this study seeks to 
answer. 
Contribution to Educational Knowledge 
Although this study will not solve the major problems of school 
leadership, it will contribute towards its solution by: (1) identifying 
perceptions from subordinates as to the behavior of the effective leader, 
(2) identifying those leaders who are effective and those who are less 
effective, and (3) facilitating a more rational selection process of the 
elementary principal based upon the relationships of the position with 
personality and environmental factors. 
It is hoped that the findings and interpretations of this study will 
g 
Lindsey J. Stiles, "Policy and Perspective." The Journal of Edu¬ 
cational Research (October 1973)* 2. 
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derive merit and meaning for an increased understanding of the basic 
factors contributing to the success of the Black elementary principal. 
The writer believes the research embodies new ideas and challenges 
existing concepts in the selection, training and continued existence of 
Black elementary principals. It is the intent of the writer that this 
research will provide serviceable insights and guidance to administrators, 
who desire to particpate in the search for needed solutions to problems 
in the field of educational leadership. 
Statement of the Problem 
The purposes of this study were to distinguish between the princi¬ 
pals, those who are functioning as more effective leaders from those who 
are less effective and to examine the effects of the school-community 
situation, personality variables, job perceptions, and background data 
on the leader behavior of Black elementary principals. The twenty-two 
Black elementary principals who were the subjects of this research are 
currently employed in the following Metropolitan Atlanta School Systems 
during the 197**-75 year: Atlanta, DeKalb, Fulton. 
Scope and Limitations of the Study 
The primary concern of this study was to observe and measure those 
school-community variables, personality factors, job perceptions, and 
background characteristics which contributed significantly to the output 
of the effective Black elementary principals as measured by the Accomplish- 
ment Questionnaire. The Leader Behavior Description Questionnaire. The Job 
Function Inventory for School Principals and the Edwards Personal Prefer¬ 
ence Schedule. The major limitations of this research were not designed 
7 
to isolate, identify and interpret the causative factors which might 
adhere in, be pertinent to differences and correlations among the topic 
selected for study. 
Purpose of the Study 
The major purpose of the study was to test the following hypo¬ 
thesis: "Principalship effectiveness as evaluated by subordinate teachers 
is a function of the personality characteristics of the individual as 
measured by the Edwards Personal Preference Schedule and of the social 
situation." It was also used to identify the conditions under which 
principals work. 
That is the overall purpose of this research was to investigate the 
effects of school-community variables, personality factors, job percep¬ 
tions and background characteristics on principal ship effectiveness. 
Description of the Subjects 
The study included twenty-two Black elementary principals of Metro- 
Atlanta schools with the minimum of Georgia accreditation. 
Ten of the twenty-two principals were women ranging in age from 
thirty-eight to sixty. Their average age was 51.3 years. 
The twelve remaining principals were men ranging in age from 
thirty-six to sixty. Their average age was 50.0 years. The average age 
of the total group of principals was 50.6 years. 
The female principals were slightly older than their male counter¬ 
parts with a statistical age difference of 1.3 years. 
8 
TABLE 1 
DESCRIPTION OF THE SUBJECTS 
Sex Age 





Male (12) x 50.0 10.5 10.2 
6.9 6.3 6.5 
Female (10) x 51.3 8.9 5.5 
<r- 6.5 4.0 1.9 
x = Means 
- Standard Deviation 
The mean tenure of the principals in their present position is 7.3 
years. However, the male principals had been in their present position 
8.8 years which is 3*3 years longer than the females, who had only been 
in their present position 5»5 years. 
Five of the principals had been in their positions from one to three 
years; thirteen had been in their positions from four to nine years; three 
had been in their positions from ten to nineteen years; while one princi¬ 
pal had a tenure of twenty-three years. This individual had held no other 
position other than this principalship. The years of tenure are not 
indicative of the principals total principalship experience. (See Table 
1). The total years of principalship experience for this group of prin¬ 
cipals was 9.8 years. 
Seventy-two percent of the principals were holders of the Masters 
degree in educational administration and supervision; while twenty-eight 
percent were holders of the professional diploma. All principals in 
9 
this study were certified. 
TABLE 2 
















Male (12) x 449.5 80.4 19.6 0 38.7 
175.1 6.2 3.1 0 2.6 
Female (10) x 483.1 99.3 .7 83.39 16.61 
«7— 188.8 27.5 3-5 1.6 1.8 
x = Mean 
= Standard Deviation 
The enrollments of the elementary schools ranged from 239 to 806. 
No school had fewer than ten certified employees and the largest school 
employed fifty full time certified employees. Applying the definitions 
of the terms segregated (90 percent or more enrollment of one race and 
integrated more than 10 percent white or 10 percent Black enrollment) 
only three of the twenty-two schools have integrated student bodies. 
Although only 1.36 percent of the schools in this study had integrated 
student enrollment, the figures are considerably higher when the defini¬ 
tion is applied to the teaching staff. (See Table 2). Fifteen of the 
twenty-two schools had integrated teaching staffs as opposed to only 
three schools with integrated student bodies. Two of the schools, while 
segregated (majority non-Black student enrollment), have Black principals. 
Forty-five percent of the principals are in schools whose organi¬ 
zational structure is K-7. Two principals are in schools whose organi¬ 
zational structure is 1-7» one principal is in a school whose structure 
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is K-3, three principals are in schools whose structure is K-4, one 
whose structure is Pre K-5 and one school whose structure is K-6. 
In general, the total area studied was urban. The socio-economic 
status of the area was substantially lower class. The data collected 
on the background of the principals gave little indication that leadership 
distinctions could be made on the basis of background. 
Research Methodology 
This study employs an approach commonly referred to as the input- 
output or production function approach. As such, it is appropriate to 
discuss the reasons for choosing this type of approach as opposed to 
other available approaches, the limitations and weaknesses of this par¬ 
ticular approach, follow. 
Averch, et al., suggest five possible types of educational research: 
Input-Output, process, organization, evaluation, and experimental.^ The 
input-output approach attempts to discover relationships between the 
level and type of inputs to the educational process and changes in level 
of output, specifically those outputs which are related to the objectives 
of the educational system from the administrative point of view. Before 
research may be applied to administrative problems, knowledge of these 
relationships is essential. This is not to say that the other forms of 
research are not of use; certainly research into the process of educa¬ 
tion may be helpful in identifying potentially useful inputs and research 
on the experimental effects of school inputs may lead to a better under- 
^H. Carroll Averch, S. Donaldson, T. Kiesling, and J. Pincus, How 
Effective is Schooling? A Critical Review and Synthesis of Research 
Findings (California: The Rand Corporation, 1972). 
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standing of the benefits of those inputs. It is thought, however, that 
before the results of any other type of educational research can be 
translated into administrative recommendations, they must be accompanied 
by input-output research demonstrating exactly what outcomes may be expected 
for what changes in the level of educational inputs. 
When input-output analysis is used, the production function takes 
the form of a linear relationship. The reasons for this is not that there 
is some underlying reason to believe that the educational relationships 
are linear, (in fact, most would be surprised to learn that this is true) 
but rather the availability of computerized statistical packages which, 
while capable of handling large quantities of data are limited in the types 
of relationships which they can explore. 
The usefulness of the input-output analysis is limited by three 
factors. The first is the difficulty of specifying and measuring educa¬ 
tional objectives. The second is the limitations on the nature of the 
possible relationships which statistical methods are capable of examining. 
The third is the difficulty of identifying causal relationships between 
observed correlation—between inputs and outputs. 
However, the likelihood of discovering causal relationships can be 
increased through two actions. The first is to look for theoretical 
reasons to expect a relationship. The second and by far the better 
method of increasing the likelihood of discovering causal relationships 
is to conduct a controlled experiment where the input factor is varied 
artificially. This, in itself does not guarantee the existence of causal 
relationships of the type desired. It does, however, detect them if they 
exist. 
12 
Instruments and Materials 
The instruments and materials used in this research consist of 
(a) the Accomplishment Questionnaire, (b) the Leader Behavior Descrip¬ 
tion Questionnaire, (c) the Edwards Personal Preference Schedule and (d) 
the Job Function Inventory for School Principals. 
Research Procedures 
The following procedural steps were used to achieve the purposes 
of this study; 
1. A review, summation and presentation of the 
related literature pertinent to the research 
was conducted. 
2. The subjects were interviewed, and orientated 
to the nature and purposes of the research. 
3. The Job Function Inventory for School Principals 
and the Edwards Personal Preference Schedule were 
administered to the subjects. 
4. Ten teachers were randomly selected from the schools 
of each of the twenty-two principals, interviewed with 
the Leader Behavior Description Questionnaire. 
5. The instruments were collected and scored according 
to the manuals. 
6. The stepwise regression was applied to the thirty- 
five variables drawn from the sources of data, thought 
to be related to the criterion variable, which was 
the combined scores (initiating and consideration) 
13 
structures of the components of the Leader Behavior 
Description Questionnaire. 
7. The data secured from these measures was set forth 
in appropriate tables as determined by the purpose 
of this study. 
8. The basic test data was statistically treated and 
reported by use of mathematical models of the type 
Y = aQ + bi 
xi + b2 X2 - - - bn Xn + e. 
9. The findings, conclusions and recommendations derived 
from the analysis and interpretations of the data were 
formulated and presented in tabular form. 
Review of the Related Literature 
This study is concerned primarily with Black school administra¬ 
tors; however, since the position of principal is a leadership position, 
the broader framework of leadership becomes a central aspect of the 
study. The research and theory pertaining to leadership will be reviewed 
to set the stage for the research design of this study. 
The history of leadership research is somewhat spasmodic and change¬ 
able. Much of the early literature was influenced by Gal ton's study of 
the hereditary background of great men.^ Gal ton's work explained leader¬ 
ship on the basis of inheritance, thus spawning the great men theory of 
leadership. According to Lipham the philosophy underlying the studies of 
lives of great men center around the concept that, "leaders were born 
11 F. Gal ton, Hereditary Genius (New Yorks Appleton, 1870). 
14 
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not made; that instinct was more important than training." However, 
he concluded that "such studies did more to enshrine leaders than to 
13 
explain leadership." Despite its shortcomings, the "great man" 
approach to leadership spawned the psychological approach to the study 
of leadership. 
Commonly called the traitist approach, these psychological studies 
were part of a desire to identify those qualities that supposedly dif¬ 
ferentiated the leader from his followers. It was further fostered by 
the common recognition that an individual's behavior is determined in 
14 
part by his unique personality structure. Bernard and Tead explained 
leadership in terms of traits of personality and character. Bernard 
presented the view that, "any person who is more than ordinarily effi¬ 
cient in psychological stimuli to others and is thus effective in con¬ 
ditioning collective responses may be called a leader."^ In a similar 
vein, Tead defined leadership in terms of a combination of traits which 
enables an individual to induce others to follow his direction in the 
accomplishment of an objective.^ Research efforts attempting to isolate 
and identify traits were not very effective. 
12 
James Lipham, "Leaderships General Theory and Research," in 
Leadership: The Science and the Art Today, ed. Luvern Cunningham and 
William Gephart (Illinois: F. E. Peacock Publishers, Inc., 1973), p. 2. 
14 
Ibid. 
^L. L. Bernard, An Introduction to Social Psychology (New York: 
Holt, 1926), p. 11. 
^0. Tead, "The Technique of Creative Leadership," in Human Nature 
and Management (New York: McGraw-Hill, 1929). 
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Jennings in his review of research through World War II concluded 
that "there is no single characteristic which sets off the leader from 
the members of his group.Lippitt discovered that only five percent 
of the traits in over 106 leadership studies appeared in four or more 
«. ^ 18 
studies. 
After examining 124 studies of the relationship of personality 
factors to leadership, Stogdill presented the view that: 
A person does not become a leader by virtue of the posses¬ 
sion of some combination of traits, but the pattern of 
personal characteristics, activities, and goals of the 
followers. Thus, leadership must be conceived in terms 
of the interaction of variables which are in constant 
flux and change. ° 
An analysis by Myers of more than 200 studies of leadership was 
a basis for the following conclusions: 
1. No physical characteristics are significantly related 
to leadership. 
2. Although leaders tend to be slightly higher in intel¬ 
ligence than the group of which they are members, there 
is no significant relationship between superior intelli¬ 
gence and leadership. 
3. Knowledge applicable to the problems faced by a group 
contributes significantly to leadership status. 
4. The following characteristics correlate significantly 
with leadership: Insights, persistence, emotional 
stability, judgment, popularity and communication 
skills.20 
17W. 0. Jenkins, "A Review of Leadership Studies With Particular 
Reference to Military Problems," Psychological Bulletin 44 (1947): 54-79* 
18 
Gordon Lippitt, "What Do We Know About Leadership?" National 
Education Association Journal 24 (December 1955)î 556-57* 
19 
R. M. Stogdill, "Personal Factors Associated with Leadership, A 
Survey of Literature," Journal of Psychology 7 (1948): 64. 
20 
Robert B. Myers, "The Development and Implication of Leadership 
16 
These characteristics denote qualities of an interactional nature. 
They are present in leadership situations much more often than charac¬ 
teristics that denote status, or qualities of a more individualistic 
21 nature. Writing in the same vein as Myers, Gibb in his review of 
the literature expressed the opinion that studies of the personality 
of leaders have failed to find any consistent pattern of traits that 
characterized leaders; personality characteristics of both leaders and 
22 followers affect leadership. 
Hatch stated that: 
There are several possible explanations for the fact that 
researchers have not discovered leadership traits. One 
possibility is that such traits do not exist in that the 
difference between leaders and followers is not the 
posession of different traits, but the degree to which 
each has the same trait. The latter position is probably 
the more tenable. Another possible explanation is that 
the term "leadership" has been used in too traditional a 
sense without differentiating between levels or kinds of 
leadership. The fact that the occupation of an adminis¬ 
trator or executive position has been considered a cri¬ 
terion for leadership could also explain why the traits 
approach has not been productive.23 
Cowley has pinpointed some of the difficulties involved in the 
trait approach. In a study in 1928, his first conclusion was to consider 
the person holding a leadership position as a leader in an untenable 
Education" (Ph.D. dissertation, University of Florida, 1954), p. 106. 
22C. A. Gibb, "Leadership," in Handbook of Psychology, ed. G. 
Lindsey (Massachusettsî Addison-Wesley, 1954), pp. 877-920. 
2^Robert H. Hatch, "A Study of the Leadership Ability of Black 
High School Principals" (Ed.D. dissertation, University of Colorado, 
1964), p. 5. 
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position because some of the individuals function as leaders while 
others function merely as head men. After studying known leaders among 
undergraduate students at a university, criminal leaders in a penitenti¬ 
ary, and leaders in the army, Cowley found that each set of leaders had 
traits which distinguished them from their own groups, but the leaders 
had no traits in common; therefore, he concluded that the leader should 
24 
not be studied without reference to the situation in which he functioned. 
These sentiments were echoed in Stodgill’s review of the literature, 
25 
in which he gives credence to the situation. 
The disordered state in which the traitist approach left the study 
of leadership has been amply reviewed. The year 1949 marked a departure 
from this approach, with the,publication of Hemphill's work, Situational 
Factors in Leadership, the situational approach to the study of leader¬ 
ship was ushered in. 
According to Halpin, success in leadership depends on ability to 
analyze situations. He said, "leadership is a complex social phenomenon 
that cannot be treated meaningfully when conceived as an isolated trait 
26 
or entity viewed apart from situational factors." 
Basically, the situational approach maintains that leadership is 
determined not so much by the characteristics of individuals as by the 
requirements or social systems. This approach is stated by Jaynes in the 
24 
W. H. Cowley, "Three Directions in the Study of Leaders," The 
Journal of Abnormal and Social Psychology 33 (July-September 1928): 
144-157. 
2^Stogdill, 1948, p. 64. 
26 
Andrew Halpin, The Leader Behavior of School Superintendents 
(Chicago: University of Chicago Press, 1959), p. 3» 
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following quotations 
There is a school of theory in the Social Sciences which main¬ 
tains that leadershp is situationally determined. It is 
apparent that the "situation" may be composed of a great 
variety of variables. In order to subject the situational 
hypothesis to an experimental test, it is necessary to specify 
and measure those aspects of the situations which may be 
thought to have bearing on leadership. The type of position 
which the leader occupies and the type of organization in which 
he functions may be regarded as situational factors which might 
affect his performance.27 
Persons advocating the situational approach recognized that within 
the situation, there were a number of variables. Lindgren summed them 
up in this statement: 
... situations not personalities, determine who shall be 
the leaders. Becoming a leader, they say is partly accidental, 
partly a matter of being at the right place at the right time, 
and partly a matter of leadership needs.28 
The great man theorists, the traitists theorists, and the situa¬ 
tional theorists attempted to explain leadership as an effect of a single 
set of forces. The interactive effects of individual and situational 
factors were overlooked. In a little more than a decade, the pendulum 
swung away from the leader as the star of attraction and away from the 
situational approach to the analysis of behavior. 
The behaviorist approach recognized that both psychological and 
sociological factors as well as personality and situational factors are 
powerful behavioral determinants. Consequently, this approach makes 
use of interaction expectation variables, focusing upon the observed 
behavior of leaders in situations. 
27 
William E. Jaynes, "Differences Between Job and Between Organi¬ 
zations," Patterns of Administrative Performance. Research Monograph, 
No. 81, Bureau of Business Research. Columbus: Ohio State University, 
1956), p. 16. 
28 
Henry Clary Lindgren, Effective Leadership in Human Relations 
(New York: Hermitage House, 1954), p. 137* 
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This approach is expressed by Hal pins 
Early research was marred by a search for traits of leadership 
that would discriminate between leaders and non-leaders. The 
situational emphasis which has characterized research during the 
past decade arose as a protest against the earlier trait approach, 
but in some respects that represents emphasis that may have been 
carried to excess. To say that leader behavior is determined 
exclusively by situational factors is to deny freedom of choice 
and determination of the leader. This violated common sense and 
experience.29 
More precisely Hemphill concluded that: 
From the situational point of view it would seem futile to 
search for a leadership trait which would distinguish among 
individuals, likely good or bad leaders in all situations. How¬ 
ever, this would not imply that a leader could not be trained 
to be effective in a wide range of situations if he knew the - 
leadership role required of an individual in adapting to various 
situations. Leadership acts initiate structure in interaction 
and leadership is the act of initiating such structure.30 
Stogdill expanded this theory into what he calls an "expectancy- 
reinforcement theory of role attainment." 
As group members interact and engaged in mutual task performance, 
they reinforce the expectation that each will continue to act and inter¬ 
act in accord with his previous performance. Thus, the individual’s role 
is defined by mutually confirmed expectations relative to the perform¬ 
ances and interactions he will be permitted to contribute to the group. 
The leadership potential of any given member is defined by the extent to 
which he initiates and maintains structure in interaction and expecta- 
29 
Andrew W. Hal pin, The Leadership Behavior of School Superintend¬ 
ents (Chicago: University of Chicago Press, 1959)» p. 3» 
30 
John Hemphill, Situational Factors in Leadership. Research Mono¬ 
graph No.32, Bureau of Educational Research. (Columbus: Ohio State 
University, 1949), p. 101. 
Ol 
3 R. M. Stogdill, Individual Behavior and Group Achievement (New 
York: Oxford Press, 1959). 
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Evans proposed "a path-goal theory of leadership." The degrees to 
which the leader exhibits consideration tends to determine the follower's 
perception of the abundance of rewards available to him. The degree to 
which the leader initiates structure determines, in turn, the follower's 
perception of the paths (behaviors) through which rewards may be at- 
32 tamed. 
House developed a motivational theory of leadership. It proposed 
that the leader's motivational functions are to increase the net valences 
associated with work-goal attainment as well as with the path to such 
attainment, and to increase the subordinate’s path instrumentality with 
respect to work-goal attainment for personal outcomes and behavior required 
for work-goal attainment. Leader attempts to increase path instrumental¬ 
ity by clarifying path-goal relationships will have positive motivational 
effects to the extent that they reduce role ambiguity or make possible the 
exercise of externally imposed controls. Externally imposed controlled 
rewards are positively valent to them, rewards and punishments are nega¬ 
tively valent to them, rewards and punishments are contingent upon per- 
33 formance, and these contingencies are clearly perceived by followers. 
Fiedler advanced a contingency theory of leadership. The effective¬ 
ness of a given pattern of leader behavior is contingent upon the demands 
imposed by the situation. The socially distant (work-oriented) leader 
tends to be more effective in very easy and very difficult situations. 
The highly sociable (interaction-oriented) leader tends to be more 
32 M. G. Evans, "The Effects of Supervisory Behavior; The Path-Goal 
Relationship." Organizational Behavior. Human Performance 5 (1970): 277- 
298. 
33 R. J. House, "A Path-Goal Theory of Leader Effectiveness," 
Administrative Science Quarterly 16 (1971): 321-338. 
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34 
effective in situations that imposed moderate leadership demands.J 
The theories postulated by Argyris, Black and Mouton, Likert and 
McGregor are concerned with the cohesive elements or organizational 
structure, the human being. 
McGregor concerns himself with two types of leadership, Theory X 
and Theory Y. The former based on the assumption that people are pas¬ 
sive and résistent to organizational needs, attempts to direct and moti¬ 
vate people to fit these needs. Theory Y is based on the assumption 
that people already possess motivation and desire for responsibility, 
attempts to arrange organizational conditions in such a manner as to 
make possible fulfillment of their needs while directing their efforts 
35 
to achieve organizational objectives. 
Argyris presents the inevitable conflict between the organization 
and the individual. Inherent in the nature of the organization is its 
structuring of members1 role thereby thwarting the members* self-directive 
and self-fulfillment is a conflict. An organization will become more 
effective when its leadership provides the means whereby followers may 
make a creative contribution to it as a natural outgrowth of their need 
for growth and self-expression.3 
Likert suggests that leadership is somewhat of a relative process 
in that it is imperative that the leader take into account the expecta¬ 
tions, values, and interpersonal skills of those with whom he is inter- 
34 
Fred Fiedler, A Theory of Leadership Effectiveness (New Yorks 
McGraw-Hill, 1967). 
35 
D. McGregor, The Human Side of Enterprise (New Yorks McGraw- 
Hill, I960). 
Chris Argyris, Integrating the Individual and the Organization 
(New Yorks Wiley, 1964). 
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acting. He builds group cohesiveness and motivation for productivity by 
providing freedom of responsibility, decision-making and exercise of 
37 
initiative. 
Blake and Mouton's perceptions of leadership appear in the form of 
a managerial grid on which the concern for people represents one axis and 
concern for production the other. A leader may be high or low on both 
axes, or he may be high on one and low on the other. The individual who 
rates high on both develops followers committed to accomplishment of work, 
whose sense of interdependence through a common stroke in the organiza- 
oO 
tional purpose lends to relationships of trust and respect. 
Regardless of the approach that has been utilized, there is still 
a quest for behavioral characteristics of the effective leader. No 
longer can leadership be explained solely in terms of the individual or 
the group. Rather it is logical to conclude from the foregoing discus¬ 
sion that the basic factors involved in leadership ares (1) the leader 
and his behavior, (2) the people involved, the followers and (3) the job 
or situation. 
The behavior of an individual in a school situation or otherwise, 
has a very definite bearing upon his ability to lead in that situation. 
The school administrator, by virtue of his/her office is a status leader. 
His behavior however, will determine the degree of effectiveness with 
which that office is operated. 
^R. Likert, The Human Organization (New Yorks McGraw-Hill, 1967)» 
oO 
5 R. R. Blake and Jane S. Mouton, The Managerial Grid (Houstons 
Gulf, 1964). 
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Barnard supported this concept in the following paragraph: 
... men impute authority to communications from superior 
positions, provided they are reasonably consistent with 
advantages of scope and perceptive that are credited to 
those positions. This authority is to a considerable extent 
independent of the personal ability of the incumbent of the 
position. It is often recognized that though the incumbent 
may be of limited personal ability, his advice may be superior 
solely by reason of the advantage of position. This is the 
authority of position. 
But it is obvious that some men have superior ability. Their 
knowledge and understanding regardless of position command 
respect. Men impute authority to what they say in an organi- 
zation for this reason only. This is authority of leadership.™ 
Research has indicated generalization cannot be made about leader¬ 
ship when studied from the strict trait approach or from the strict 
situational approach. Therefore, it would seem plausible to study leader 
behavior characteristics in terms of the situation in which the leader 
functions. (See Table 3 for a summary of leader behavior concepts). 
TABLE 3 
SUMMARY OF SOME MAJOR CONCEPTS RELATING TO LEADER BEHAVIOR 
Author  
Barnard 
Cartwright & Zander 
Hal pin 
Katz & Kahn 




- •- Behavior Dimensions  
Effectiveness - Efficiency 
Group Locomotion - Group Maintenance 
Initiating Structure - Consideration 
Production Oriented - Employee Oriented 
Nomothetic - Idiographic 
Formal Behavior - Individual Behavior 
Task Effectiveness - Interaction 
Effectiveness 
Induction - Cohesion 
39 
Chester I. Barnard, The Functions of the Executive (Cambridge, 
Massachusetts: The Harvard Press, 1938), p. 173» 
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Cowley, in his study, defined leadership ability by saying, "A 
leader is an individual who is moving in a particular direction and who 
succeeds in inducing others to follow him." When the fact that Cowley’s 
definition includes the leader, the situation and the follower is made 
explicit, his definition served as the basis of leadership used in this 
study. 
This study utilizes the approach to the study of leadership under¬ 
taken by researchers at Ohio State University. The research has gone 
through several stages of development and has resulted in a scale used 
for the subordinates of a leader in a formal organization to rate the 
leader on his leadership ability. After a process of factor analysis, 
researchers arrived at two major structures of leader behavior which they 
consider fundamental to effective leadership: The initiating structure 
and the consideration. The two structures are: 
(1) Initiating structure refers to the leader's behavior in 
delineating the relationship between himself and the members 
of his group and in endeavoring to establish well-defined 
patterns or organizations, channels of communication, and 
ways of getting the job done. 
(2) Consideration refers to behavior indicative of friendship, 
mutual trust, respect, and warmth in the relationship between 
40 
the leader and the group. 
41 
According to the studies completed at Ohio State University, the 
40 
A. W. Hal pin, Manual for the Leader Behavior Description Question¬ 
naire (Columbus: Ohio State University Bureau of Business Research, 1957)» 
p. 2. 
41 
Ibid., pp. 6-7 
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most effective leaders score high on both dimensions of leader behavior. 
Ramseyer wrote: 
The behavior of a leader reflects (1) his regard for others and 
(2) his efforts to promote action. Consideration of others 
without regard to getting on with the task at hand produces 
excellent social relations, but does not necessarily prove to be 
productive. On the other hand, driving directly toward the accom¬ 
plishment of a goal without due consideration of others may cre¬ 
ate conditions which can put the administrator out of his job. 
These two dimensions will serve as empirical measures of a select 
group of Black elementary principals throughout the study. 
Researchers have virtually ignored descriptive data dealing with 
the leadership between specific administrative competencies and appoint¬ 
ment to different types of administrative positions. How to judge suc¬ 
cess in administration is a persistent problem for both researchers and 
employing officials. Interest in the problem stems from a desire to help 
individuals make wise career choices and a wish to increase the number of 
effective personnel decisions made by institutions. 
For the most part, success in leadership positions has been deter¬ 
mined by using effectiveness ratings provided by the administrator's 
superiors. Seldom are the criteria made explicit. Consequently, little 
success has been had with differentiating between successful and unsuc¬ 
cessful or effective and ineffective leaders. Neither have the research 
studies considered individuals and institutional factors simultaneously. 
42 
John A. Ramseyer, et al., Factors Affecting Educational Adminis¬ 
tration. Community Development Study Monograph Series No. 2 (Columbus: 
Ohio State University, 1955), p. 5» 
CHAPTER II 
PRESENTATION AND ANALYSIS OF DATA 
The Hypothesis 
The quantitative research for this study involves identifying the 
effects of the school-community situation, personality factors, job per¬ 
ceptions and background characteristics in determining the behavior of 
effective Black elementary school principals. While principals find them¬ 
selves in environments quite different from each other, this study will 
focus on factors that were felt to be common to most principals, and while 
partially ignoring the effects of these differences suggest the relative 
importance of several environmental, school, socioeconomic and personality 
factors. 
Previous studies in attempting to distinguish between effective and 
ineffective principals have failed to make use of the interrelation be¬ 
tween variables or to provide detailed control for school and environ¬ 
mental factors. This study takes a step in the direction of providing 
such controls. The relationship between these factors was determined, 
using a step-wise regression analysis between the combined scores on the 
two dimensions of the Leader Behavior Description Questionnaire, fifteen 
personality variables as measured by the Edwards Personal Preference 
Schedule, personal background data derived from a data suimiary sheet and 
the six categories describing the principals' perceptions of their jobs 
26 
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as measured by the Job Function Inventory for Principals. This informa¬ 
tion was used to determine the effects of school-community variables, 
personality factors, background characteristics and job perceptions in 
determining the leader behavior of the effective Black elementary school 
principals. 
Description of the Population 
This study examined the relationship between background data, 
environmental factors, socioeconomic conditions, personality factors 
and job perceptions in determining effective Black elementary principals. 
Statistical techniques are available to judge quantitatively the differ¬ 
ent mixes of input factors, a judgment that in the past remained largely 
speculative. 
The sample of principals used in this study were drawn from Black 
principals in Metro-Atlanta, who participated in the National Princi- 
palship Study, (see Appendix A) and who met three criteria of selec¬ 
tion. Each principal was identified by the following criteria: a 
Black principals who (1) has served in his/her present position as 
the principal of an elementary school three or more years, (2) is a 
principal of a public elementary school with ten or more teachers, (3) 
is principal of an elementary school which has at least the minimum of 
Georgia accreditation. 
The first criterion of selection states that the principal must 
have served in his/her present position for three or more years. In 
addition, the principal should have some tenure in his/her present posi¬ 
tion. Although the State of Georgia does not have a teacher tenure law, 
school systems within Metro-Atlanta, as well as most of our fifty states 
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tend to afford continuing service status (tenure) to professional school 
personnel who give satisfactory service during a three year probationary 
period and are employed in the school system the fourth consecutive year. 
Consequently, it is logical to assume that a principal who has attained 
continuing service status must have exhibited behavior which was con¬ 
sidered successful by the employing authority. A second reason for this 
criterion is to give some validity to the observation of others of the 
principals performance. It is important that the subordinates (teachers) 
have had sufficient time to observe and know the principal's behavior. 
A second criterion of selection states that the principals must be 
currently employed in a school with ten or more teachers. Since the 
principals* professional associates will be asked to indicate specific 
aspects of the his/her leadership behavior, it is logical to assume that 
the scope of the relations afforded by ten or more persons would serve 
the purpose of this study. Also, experience with the LBDQ indicated that 
average scores computed on the basis of five to seven descriptions fur¬ 
nished reasonably stable scores that could be used as indices of the 
leader's behavior. By limiting the study to principals in schools with 
ten or more teachers, the results on the LBDQ. should be more reliable. 
The selection of subordinates for questioning numbered ten regard¬ 
less of the size of the faculty. If a school had a faculty of ten per¬ 
sons, the entire faculty was used. In larger faculties, each faculty 
member was assigned a number from these, ten members of the staff were 
selected for questioning according to random numbers. Lindquist's Table 
of Random Numbers.^ 
^Paul Bloomer and E. F. Lindquist, Elementary Statistical Methods 
(Bostons Houghton-Miff1 in Company, I960), p. 512. 
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The third criterion of selection states that the principal must be 
working in an elementary school that has the minimum of Georgia accredi¬ 
tation. Any principal employed in a school accredited by the State of 
Georgia must meet definite standards relating to preparation and certi¬ 
fication. In Georgia as a minimum requirement, the principal holds the 
2 
five-year certificate in school administration. Eligibility for the 
AS-5 Certificate may be obtained by meeting the requirements outlined 
under one of the following three plans: 
PLAN I - THE GEORGIA APPROVED PROGRAM FOR THE AS-5 CERTIFICATE 
If the applicant is eligible for a T-4 Certificate and has three years of 
acceptable school experience, the AS-5 Certificate may be issued upon 
completion of a master's degree program approved by the State Board of 
Education in Georgia. The responsible official of the Georgia institu¬ 
tion must recommend issuance of the certificate, verifying that the appli¬ 
cant has completed successfully the graduate program in school adminis¬ 
tration and supervision for the AS-5 Certificate. 
PLAN II - THE AS-5 CERTIFICATE ON NCATE RECOMMENDATION 
The AS-5 Certificate may be issued upon completion of the following re¬ 
quirements to the applicant who is eligible for a T-4 Certificate and has 
three years of acceptable school experience. 
(1) Holds the master's degree from a regionally accredited 
institution which has an NCATE (National Council for 
Accreditation of Teachers Education) approved program in 
school administration and supervision. 
(2) Qualifies for the professional certificate at the fifth 
year level in school administration and supervision, the 
certificate having been issued by the State in which the 
institution is located. 
(3) Has the recorrmendation for professional certification from 
the responsible official of the institution, verifying that 
the applicant has completed successfully the NCATE program 
in school administration and supervision. 
2 
Standards For Public Schools of Georgia, 1974, p. 22. 
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PLAN III - EVALUATIONS FOR CERTIFICATION IN ADMINISTRATION AND SUPERVISION 
Teacher Certification Services evaluates the qualifications of all appli¬ 
cants who are not eligible for the certificate for administration and 
supervision under Plans I and II. The following requirements also apply 
to evaluations for professionalizing AS-4 Certificates and for obtaining 
the AS-5 as an additional professional five-year certificate. 
A. Minimum Requirements for the Certificate for Administration 
and Supervision Professional Five-Year (AS-5). 
1. Eligibility for the Teacher's Professional Four-year (T-4) 
Certificate. 
2. The master's degree from a regionally accredited institution 
with graduate courses distributed as follows. 
Ten quarter hours in professional education courses applicable 
to the following (a) and (b) areast 
(a) A course dealing with the nature of the learner—five quar¬ 
ter hours 
(b) A course dealing with the purposes of the school or edu¬ 
cational foundations—five quarter hours. 
Thirty quarter hours in professional education courses 
applicable to the following (c) areas 
(c) Courses dealing with elementary and secondary school adminis¬ 
tration and supervision—twenty-five quarter hours. A 
course dealing with curriculum and instruction for school 
administrators and supervisors—five quarter hours. 
Five quarter hours in a course dealing with the following (d) 
area: 
(d) A course dealing with educational research. 
3 
3. Three years of acceptable school experience. 
Source of Data 
Data for this study were collected through personal interviews, 
a data summary sheet, a psychological test and job function inventory. 
^Georgia State Department of Education, Teacher Certification in 
Georgia: Requirements and Regulations for the Certification of Teachers 
and School Personnel. Atlanta, Georgia: 1971, pp* 57-60. 
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The first source of data was the principal. Each principal was 
given a data summary sheet consisting of the following items: name, 
school, age, sex, race, degree, major field of study, years as a princi¬ 
pal, years in present principal ship, grade organization of school, number 
of teachers, number of students, race of teachers and students, and the 
socioeconomic status of the community, (see Appendix B) These items 
were used to construct a profile of Black elementary principals and the 
variables or conditions present where they perform their functions. 
The personal interview was used to orientate the principals to the 
purposes of the study, as well as to elicit from them a list of specific 
accomplishments they had made during the past three years, and to provide 
the researcher with a means for making a rank-order according to how the 
various principals are rated on this measure of leadership, (see Appendix 
B) Question three was based on the assumption that a leader will be able 
to identify specific accomplishments. There is no empirical basis for 
the method of scoring or for weights which have been assigned. The logic 
used is that if the administrator is a leader and knows where he is going, 
his subordinates when listing the accomplishments which the administrator 
would name would give responses which would have a high agreement with 
the administrator's response to question three. If the subordinates' 
response is in agreement with the administrators' selection not only 
will the subordinates know what the administrators believe to be major 
accomplishments, but they will have identified themselves with these 
same accomplishments. The response to the .question "what accomplishments 
would your administrator name if he were asked the same question?" is 
assumed to be a measure of each subordinate's knowledge of where the 
administrator is going. The answer to the question "what things would 
32 
you consider major accomplishments in this school over the past three 
years?" is assumed not only to be a measure of each subordinate's know¬ 
ledge of the administrator's purposes, but also the extent of the ability 
of the administrator to take people with him as a leader. Therefore, 
the responses to the second question have been given twice the weight as 
the responses to the first question. 
A psychological test was used to discover differences in behavioral 
characteristics of the principals participating in this study. The prin- 
4 
cipals responded to the Edwards Personal Preference Schedule which was 
given to determine the pattern of attitudes and personality characteris¬ 
tics each possesses. This psychological test purports to measure fifteen 
personality variables. These ares achievement, deference, order, exhi¬ 
bition, autonomy, affiliation, intraception, succorance, dominance, 
abasement, nurturance, change, endurance, hetero-sexuality, and aggres¬ 
sion. Each variable is described in behavioral terms. (The description 
of these terms appears in Appendix B). 
In the standardization of the EPPS, split-half reliability coeffi¬ 
cients of internal consistency were determined for the fifteen person¬ 
ality variables. These coefficients were obtained by correlating the 
row and column scores for each variable over the 1,509 subjects in the 
college normative group. 
Test-retest reliability coefficients or stability coefficients 
were also determined. These coefficients were based upon the records of 
^Allen L. Edwards, Edwards Personal Preference Schedule (New Yorks 
The Psychological Corporation, 1957). 
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a group of eighty-nine students at the University of Washington who took 
the EPPS twice with a one-week interval separating the two administra¬ 
tions.^ 
The validity of a test or of an inventory is frequently defined as 
the extent to which the test or inventory actually measures what it pur¬ 
ports to measure. The various studies made comparing ratings and scores 
on the variables of the EPPS and correlation of EPPS with other scales 
favorably indicate its validity. 
The principals responded to The Job Functions Inventory for School 
Principals, an experimental instrument designed to provide a standardized 
and quantified procedure for identifying the major dimensions of a prin¬ 
cipal's job as determined by the special operating conditions and con- 
£ 
straints of that particular principalship. The inventory consists of 
180 job functions which were collapsed into the following six categories: 
Relations with students and teaching staff, Relations with school and 
community, Unions, Colleagues, Curriculum and General Administration. 
(See Appendix B) This instrument has not been standardized which renders 
its validity questionable at this stage. The principals in this study 
were used to aid in validating the instrument, (see Appendix A for a 
description of the National Principalship Study) 
The last instrument used was the Leader Behavior Description Ques- 
^Ibid., p. 19. 
^Melany Baehr, Frances Burns, R. Bruce McPherson, and Columbus 
Salley, Job Functions Inventory For School Principals (Illinois: The 
University of Chicago and the Consortium for Educational Leadership, 
1974). 
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tionnaire.^ The LBDQ was used to discover the style of leadership which 
the principals displayed as perceived by their subordinates. 
Stogdill and his associates at Ohio State University developed the 
LBDQ. as a means of measuring the style of leadership, or the manner in 
g 
which the leader attempts to lead the group in the desired direction. 
This questionnaire purports to describe leadership as determined by 
"initiating structure" and "consideration". 
"Initiating structure" refers to the leader's behavior in deline¬ 
ating the relationship between himself and the members of his group and 
in endeavoring to establish well-defined patterns of organization, chan¬ 
nels of communication, and ways of getting the job done. "Consideration" 
refers to behavior indicative of friendship, mutual trust, respect, and 
g 
warmth in the relationship between the leaders and members of the group. 
These dimensions of a leader's behavior were identified on the 
basis of earlier research with a LBDQ. devised by the Personnel Research 
Board at Ohio State University. Stogdill and Coons constructed the original 
form of this questionnaire, and Halpin and Winer^ in reporting the 
development of an Air Force adaptation of this instrument, have identi¬ 
fied initiating structure and consideration as two fundamental dimensions 
of leader behavior. These dimensions were delineated on the basis of a 
^R. M. Stogdill and A. E. Coons, "Development of the Leader Behavior 
Description Questionnaire," Leader Behavior? Its Description and Measure¬ 




Halpin, Manual for the LBDQ. p. 2. 
^Andrew W. Halpin and B. James Winer, "A Factorial Study of Leader 
Behavior Descriptions," in Leader Behaviors Its Description and Measure- 
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factor analysis of the LBDQ. responses of 300 crew members who described 
the behavior of their fifty-two B-29 aircraft commanders. 
This solution of the interative analysis was guided by a few tenta¬ 
tive ideas about the dynamics of leadership. Initially, in the search 
for a solution to the analysis, a number of "blind" rotations of the 
axes were made, but to no avail. In each instance only a single large 
general factor emerged. This factor probably reflected merely a general, 
vague evaluation of the commander and contained a sizable, but undefined 
halo effect. Since the various blind analyses had proved futile, the 
designers posited the initiating structure and the consideration dimen¬ 
sion of leader behavior. When the axes were then rotated in respect to 
the posited dimensions, the empirical data were found to fit the hypo¬ 
thesis. The two dimensions accounted for approximately 34 to 50 percent, 
respectively, of the common variance.^ 
Model for Analysis. The following model was used in the analysis 
of the datas 
1. A linear model that relates leadership to several variables 
and an error term, was the model used, e.g., 
A = bQ + b] X] + . . . +bn xn + e 
Where is the normally distributed error term? A basic—and 
perhaps undesirable aspect of this linear model is that it 
assumes that a one unit change in any of the X2 ls causes 
a fixed change in A that is equal to b and is independent 
of the values of all of the xj's. That is this linear model 
doesn't include any interaction terms among variables. 
The assumptions necessary for coefficients in the model to 
ment, ed. R. M. Stogdill and A. E. Coons, op. cit., p. 39. 
^Halpin, Manual for LBDQ, p. 4. 
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be estimated in an unbiased fashion by the least squares 
technique are discussed in any standard text on econometrics 
(e.g., Schmalensce)12 The least squares estimation tech¬ 
nique, chooses the constants such that the sum of the 
squared residuals is minimized. 
The Selection of Variables. The following is a brief summary of 
the types of variables that were included in the regression examination: 
1. The combined scores on both dimensions of the LBDQ,. 
2. Background data on principals. 
3. Characteristics of the school. 
4. Personality variables. 
5. Combined scores on the six categories of the Job Function 
Inventory. 
Each principal was assigned a dummy control variable such that 
differences between schools could be identified in the study. A complete 
list of variables was compiled for each principal. (See Appendix D Data 
Matrix) 
The selection of variables in this study is similar to those used 
by Lewin in his study. His basic tenet being that all behavior is a 
13 
function of both the individual and his environment. Thus the selec¬ 
tion of the thirty-five dependent variables used in this study was an 
attempt to select common variables that represented and characterized 
the principals' behavior, personality, job functions, and the type of 
school community in which he worked. A complete list of the variables 
selected will be found in Appendix C. 
12 
R. Schmalensce, "Applied Microeconomics; Problems in Estimation 
Forecasting and Decision-making," Working Paper No. 472-70 July, 1970. 
Massachusetts Institute of Technology, Alfred P. Sloan School of Manage¬ 
ment, Cambridge, Massachusetts. 
13 
K. Lewin, Field Theory in Social Science (New York: Harper and 
Row, 1951). 
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The Accomplishment Questionnai re, which was based on question 5 
in the interview with the principals and questions 3 and 4 on the inter¬ 
view with subordinates, was not included in the list of variables. The 
question asked the principals was, "what things would you consider major 
accomplishments during the past three years? (Question 5) The questions 
asked subordinates were, "what accomplishments do you feel were most - 
important in this school over the past three years?" (Question 3) and 
"What accomplishments would your principal name if he were asked the same 
question?" (Question 4) In analyzing these data it was found that 
subordinates tended to name some accomplishments that they felt were im¬ 
portant which were not named by the principals. Of the 220 subordinates 
in this study, 210 (95 percent) made a direct association between ques¬ 
tions 3 and 4 making such comments as, "the same" or "I assume he would 
answer the same". Some of the respondents stated that the principals 
would name the same plus additions. A few indicated that they could not 
answer for their administrator or they had no idea. 
The scores on the identification of accomplishments had to be con¬ 
verted to percentages in order to facilitate the reporting for each 
principal. As a result, the maximum score was 100. The actual range was 
from 80 to 100, or a spread of twenty points. The lack of variance on 
this instrument prevented the researcher from distinguishing between 
more effective principals and less effective principals as one measure of 
leader behavior. Consequently, this instrument was deleted from further 
analysis and is not included in the list of variables. 
Two analyses were performed for given independent and dependent 
variables and the assumptions of the two regression model specifications. 
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A complete table of the groups of variables tested is presented in Appen¬ 
dix C. The analysis attempts to assess the overall impact of the measured 
variables on the leadership of Black elementary principals. 
The data were analyzed on the IBM 1130 of the Atlanta University 
Center. The Peabody Statistical Package and IBM Scientific Subroutine 
was used to run the regressions. 
Results of Analysis 
The present chapter presents analyses and interprets the data per¬ 
tinent to testing the following hypothesis* 
"Principalship effectiveness as evaluated by subordinate 
teachers is a function of the personality characteristics 
of the individual as measured by the Edwards Personal 
Preference Schedule and of the social situation." 
The summary of the basic findings of the research deals with the 
significant differences, if any, in the background variables, school- 
community variables, personality variables, job perceptions, and leader¬ 
ship scores between the principals in this study. 
The first analysis dealt with the Pearson Product Moment Correlation 
and a correlation matrix which determined the coefficient of simple cor¬ 
relation between each pair of variables, to determine to what degree each 
of the dependent variables correlated with the independent variables (see 
Table 4). 
Please note that each pair of variables is positively correlated with 
the independent variables except variables 7 (sex), 11 (percent white 
students), 13 (Percent of white teacher^, 16 (relations with school and 
community), 18 (collègues), 19 (curriculum), 20 (general administration), 
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22 (deference), 23 (order), 27 (intraception), 28 (succrance), 29 (domi¬ 
nance), 34 (heterosexuality), and 35 (aggression). 
In the step-wise procedure the program calculated the independent 
variables that explained the greatest part of the variance (see Table 5)» 
The mathematical model repressed by this regression took the form: 
Y = 2.65 + 1.01 (LBDQ.I) + .97 (LBDQC) + .00 (Age) + .06 (years of 
experience) + .00 (years in present position) + -.329 (sex) + .00 (size 
of school) + -.00 (number of school) + .16 (percent of Black students) 
+ -.30 (percent of white students) + .00 (percent of Black teachers) 
+ .06 (percent of white teachers) + -.36 (socioeconomic level) + .00 
(relations with students and staff) + .00 (relations with school-community) 
+ -.13 (unions) + .01 (collègues) + .16 (curriculum) + -.06 (general 
administration) + .32 (achievement) + .02 (deference) + .23 (order) + .22 
(exhibition) + -.02 (autonomy) + -.18 (affiliation) + .00 (intraception) 
+ .08 (succorance) + -.00 (dominance) + .05 (abasement) + .00 (nurture) 
+ .29 (change) + .00 (endurance) + .07 (heterosexuality) + .08(aggression) 
+ e. 
This gives us a cursory examination of which variables to include 
in the second run. In the second regression certain variables were elimi¬ 
nated. The second regression yielded the following mathematical model 
in Table 6. 
Only variables 16 and 17 were positively correlated with the depen¬ 
dent variable 01 (LBDQT). Further examination of these variables revealed 
that the mean for variable 16 was 14.27, the standard deviation was 3.20, 
the correlation was .20914, the regression coefficient was - 16.23016, 
standard error of regression coefficient was 226.88031, and the computed 
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Step 1 3 0.5474 Step 26 32 0.9999 
Step 2 2 0.9993 Step 27 24 1.0000 
Step 3 32 0.9994 Step 28 5 1.0000 
Step 4 19 0.9995 Step 29 4 1.0000 
Step 5 7 0.9995 Step 30 20 1.0000 
Step 6 21 0.9996 Step 31 19 1.0000 
Step 7 7 0.9997 Step 32 7 1.0000 
Step 8 23 0.9998 Step 33 21 1.0000 
Step 9 26 0.9998 Step 34 32 1.0000 
Step 10 21 0.9998 Step 35 7 1.0000 
Step 11 35 0.9998 Step 36 23 1.0000 
Step 12 28 0.9998 Step 37 26 1.0000 
Step 13 23 0.9999 Step 38 24 1.0000 
Step 14 34 0.9999 Step 39 5 1.0000 
Step 15 30 0.9999 Step 40 17 1.0000 
Step 16 19 0.9999 Step 41 19 1.0000 
Step 17 20 0.9999 Step 42 20 1.0000 
Step 18 17 0.9999 Step 43 14 1.0000 
Step 19 7 0.9999 Step 44 26 1.0000 
Step 20 21 0.0009 Step 45 24 1.0000 
Step 21 7 0.9999 Step 46 25 1.0000 
Step 22 20 0.9999 Step 47 17 1.0000 
Step 23 19 0.9999 Step 48 18 1.0000 
Step 24 3 0.9999 Step 49- 7 1.0000 
Step 25 34 0.9999 Step 50 11 1.0000 
R = : 1.0000 and R Squared = 1.0000 with 102 Interation (s). 
TABLE 6 
SUMMARY TABLE OF THE MULTIPLE REGRESSION ANALYSIS WITH VARIABLE ONE AS THE DEPENDENT VARIABLE AND 











of Req. Coef. 
Computed 
T Value 
LBDQ. Consideration 2 435.77276 105.52717 -0.77665 -2.32558 2.48059 -0.93750 
Age 3 574.63647 148.92803 -O.78558 1.35850 5.86739 0.23153 
Years of Experience 4 9.13636 5.65091 -0.27984 277.95086 56.65088 4.02378 
Sex 5 0.40909 0.50323 -0.21462 873.19372 1407.27539 0.62048 
Socioeconomic 6 2.50000 0.80178 -0.64927 1022.22155 864.86804 1.18193 
Students & Staff 7 127.54545 29.79407 -0.89536 36.49932 23.87842 1.52854 
School & Community 8 74.95455 19.11488 -0.86989 61.63996 38.20555 1.61337 
Deference 9 15.00000 4.42934 -0.76109 217.25738 163.42401 1.32940 
Exhibition 10 11.27272 3.31205 -0.64720 333.01159 207.31604 1.60629 
Autonomy 11 11.40909 4.75753 -0.42364 165.89126 147.84292 1.12207 
Affi1iation 12 13.77272 4.77026 -0.60125 194.00109 150.75247 1.28688 
Intraception 13 18.18181 5.77050 -0.71546 329.02111 168.12136 1.95704 
Dominance 14 14.45454 4.40483 -0.80341 247.27261 143.26666 1.72596 
Abasement 15 13.40909 4.90537 -O.55IO8 169.41250 149.84759 1.13056 
Change 16 14.27272 3.20983 0.20914 -16.23016 226.88031 -0.07153 
Aggression 17 12.95454 3.28745 0.40691 -62.28595 222.13360 -0.28039 
0 -0.00000 0.00000 0.00000 -0.00000 
Dependent 
1 241.00012 249.53845 
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Variable 17» aggression had a mean of 12.95» a standard deviation 
of 3*287» a correlation of .4091» with the regression coefficient being 
-62.28595» the standard error of the regression coefficient was 222.13360 
and the computed "t" value was -.28039. 
Variable 16, change, means "to do new and different things, to 
travel, to meet new people, to experience novelty and change in daily 
routine, to experiment and try new things, to eat in new and different 
places and try new and different jobs, to move about the country and live 
in different places, to participate in new fads and fashions." 
The Black elementary principals in this study had a mean tenure of 
8.09 years and mean age of 50.6 years which supports the concept of change 
expressed in the Edwards Personal Preference Schedule. 
This variable is further supported by the principals1 responses to 
the Accomplishment Questionnaire. The responses were in the area of 
curricula innovations e.g., individualized instruction. 
The second variable which was positively correlated with the LBDQT 
was aggression. The variable aggression contains such factors as to 
attack contrary points of view, to tell others what one thinks about them, 
to criticize others publicly, to make fun of others, to tell others off 
when disagreeing with them, to get revenge for insults, to become angry, 
to blame others when things go wrong, to read newspaper accounts of 
violence. The principal's opportunities to aggress up, given the social 
situation is nil. The principal, however, is a status leadership position. 
From the position in which the principal sits, there is need to aggress 
in some direction. Generally as other avenues are blocked, this aggres¬ 
sion is downward, in the direction of his subordinates, members of his 
own ethnic group. 
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Summary 
The analysis of the results of the regression reveals that age, sex, 
years of experience, socioeconomic level, size of school, percent of 
Black or white students contributed little to the effectiveness of the 
Black principals in this study. 
Neither did the job functions contribute to the principals' behavior. 
The 180 items were collapsed into six categories* relations with students 
and teachers, staff, relations with school and community, unions, collègues, 
and general administration. 
Of the fifteen variables on the Edwards Personal Preference Schedule 
these were only two of which correlated positively with the combined 
score on the LBDQ. 
The researcher is of the opinion that the variables change and 
aggression are responsible for the Black elementary principals in this 
study maintaining their positions despite the onslaughts of desegrega¬ 
tion 
CHAPTER III 
IMPLICATIONS FOR ADMINISTRATORS 
Overview 
The recent trend of Black urban populations in major metropolitan 
areas indicate a growing need for a different type of urban school 
administrator principally speaking, the urban school principal. It is 
necessary to focus in on the quality of educational leadership at the 
level of principal for the following reasons: 
1. Most public school systems are decentralized and in 
reality decision-making becomes the responsibility 
of the school principal. 
2. Since schools reflect the community, principals are 
in a unique position to develop educational programs 
that specifically meet the needs of their communities. 
3. Innovations in education, as in any large bureaucratic 
system, can best be implemented at the local level. 
Any strategy for change must consider the unique posi¬ 
tion of the principal as the key actor in implementing 
change. 
4. The principal is also in a unique position to provide 
quantitative and qualitative evaluation of the educational 
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output from his/her system. This allows for effective 
educational planning which may appear fragmented but 
upon closer analysis would fit into a highly integrated 
and sophisticated educational planning model. 
Given the geographic and demographic shifts of the Black urban popu¬ 
lation and their dissatisfaction with the present educational system, it 
becomes incumbent upon those in administrative positions to heed their 
plea for involvement. Smaller self contained units, the local schools 
offer a unique opportunity for community involvement. 
The political changes which have occurred in the South as a result 
of the 1965 Voting Rights Act and amendments thereto clearly provides 
the political support for administrative and political control over urban 
school systems. The South had the greatest increase in the number of 
Black elected officials—1,179 for a 45 percent increase in 1973» Most 
of the increases in Blacks' political representation occurred in local 
and state government. Therefore, it becomes incumbent upon the principal 
to understand and utilize this new found political support. 
Implications for Administrative Selections 
While the findings of this research showed that sex and age con¬ 
tributed little towards determining principal ship effectiveness, it does 
not imply that sex and age should not remain as inputs to recruitment 
and selection decisions if they are justified in terms of educational 
goals. Improving and providing a mix of adult models and concepts appear 
to be perfectly ethical educational goal. For example in predominantly 
Black urban elementary schools, the faculties may be characterized by a 
rather homogeneous upper age female population, it is logical to recruit 
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a younger administrator. 
Using sex as a criteria works the same way. There was no evidence 
to support the idea that men are better suited to educational adminis¬ 
tration, and that there are basic differences between the sexes in adminis¬ 
trative ability. There is a desperate need for women to become adminis¬ 
trators, because they do have valuable abilities to bring to school 
administration. Then, too in school communities where there is a high 
percentage of fathers absent from homes, there is a need for male elem- 
tary principals. We suggest a reasonable balance of highly motivated well 
trained men and women would give a school system certain strengths not 
usually present where one sex is overwhelmingly dominant. 
There appeared to be no relationship between principalship effec¬ 
tiveness and years of principalship experience, consequently, we suggest 
that some programs of training in which no prior principalship experience 
is required be established in the hope of tapping a new population for 
administrative work. 
The decision to select and assign a principal should be based on 
the candidates commitment level, professional competence and personal 
adequacy. 
CHAPTER IV 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Summary 
Past research in the area of administration and leadership has 
followed two general approaches. One has been to look for the traits of 
the leader which would distinguish him from the followers. The results 
of research following this approach have not been particularly effective 
because the researchers have not been able to identify the traits of a 
leader. 
Other researchers have pointed out two major weaknesses in this 
approach. First, it is not plausible to consider men who hold leadership 
positions as leaders because some men in these positions function only as 
head men. Second, leadership ability cannot be studied without reference 
to the situation in which the leader functions. Following this point of 
view, many researchers have preferred the situational approach that is, 
studying the leader as he functions in a given social situation. 
The situational approach does not reject the possibility of discover¬ 
ing traits or behavioral characteristics, but this approach does require 
a greater specificity in defining the group to be studied. Just how much 
specificity is needed in accounting for situational variables before 
generalizations can be made on the behavioral characteristics of a leader 
is still a fruitful area of research. 
In this study, four situational variables were considered: cultural 
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and environmental, differences between individuals, differences between 
jobs and differences between organizations. The cultural and environ¬ 
mental factors were controlled by limiting this study to one geographic 
area and essentially a southern standard statistical metropolitan area. 
The differences in jobs were limited by studying only one administrative 
level, viz., principals. The differences in organization were limited 
by studying only those elementary schools having the minimum of Georgia 
accreditation. 
The definition of an effective principal for the purpose of this 
study was one who had been in his or her present position for three or more 
years; was the principal of a school with ten or more teachers, and whose 
school was accredited by the State of Georgia. 
For the purpose of the study a leader was defined as one who is moving 
in a particular direction and is able to induce others to follow him. This 
definition included three factors: the leader, the situation and the fol¬ 
lower. 
Conclusions 
The findings of this research appear to warrant the following con¬ 
clusions: 
1. It would appear that sex did not contribute significantly 
to the principals1 leadership effectiveness as measured by 
the LBDQ,. 
2. It would appear that age did not contribute significantly to 
the principals1 leadership effectiveness as measured by the 
LBDQ.. 
. It would appear that total years of principal ship experience 3 
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did not contribute significantly to the principals' leader¬ 
ship effectiveness as measured by the LBDQ.. 
4. It would appear that years in present principalship position 
did not contribute significantly to the principals' leader¬ 
ship effectiveness as measured by the LBDQ,. 
5. It would appear that school community variables contribute 
little to principalship effectiveness. 
6. It would appear that job perceptions as measured by The Job 
Function Inventory for School Principals contribute little to 
principalship effectiveness. 
7. It would appear that personality variables as measured by the 
Edwards Personal Preference Schedule do contribute, but not 
significantly to the leadership effectiveness of the prin¬ 
cipals. The personality variables which contributed to the 
leadership effectiveness of the principals were change and 
aggression. 
8. It would appear that the Accomplishment Questionnai re is 
limited as an instrument in determining effective leadership. 
Recommendations 
The findings and conclusions derived from the research appear to 
warrant the following recommendations: 
1. That this study be replicated using a different criterion 
variable. 
2. That the Accomplishment Questionnai re be modified in order 
to render it a more effective instrument in determining 
effective leadership. 
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3. That The Job Function Inventory For School Principals be 
given to a larger selection of Black principals before 
becoming standardized. 
4. That another Personality inventory be used to test the 
hypothesis of this study. 
APPENDIX A 
DESCRIPTION OF THE NATIONAL PRINCIPALSHIP STUDY 
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Background and Purpose of Proposed Project 
A Joint Project 
Industrial Relations Center 
The University of Chicago 
Consortium for Educational Leadership 
March, 1974 
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A NATIONAL STUDY OF THE SCHOOL PRINCIPALSHIP 
Background and Purpose of Proposed Project 
The project proposed here is one step in a long-range research 
study of the school principalship being carried out by the Industrial 
Relations Center of The University of Chicago. This study has a number 
of goals: 
to discover the basic functions of the principals job 
and the abilities needed to perform them 
to discover the varying organization conditions under 
which principals perform these functions 
to develop training programs to help principals perform 
their functions under these varying conditions 
to develop job-clarification programs to help principals 
reach agreement with supervisors and colleagues on what 
functions are most important in the particular conditions 
under which they work 
to establish validated procedures for the selection of 
school principals, using the information on the job, the 
abilities needed to perform it, and its conditions of 
performance outlined above. 
Working toward these goals has involved a series of proposals, grants, 
and cooperative relationships. The original proposal to get funding for 
this work was submitted to the Office of Education. 
PROPOSAL TO OFFICE OF EDUCATION TO VALIDATE PROCEDURES 
FOR SELECTING SCHOOL PRINCIPALS 
Need for Validated Selection Procedures 
Since the passage of the Civil Rights Act of 1964, its provisions 
as to fair employment practices have been tested, interpreted, and en¬ 
forced in more and more occupations. The field of education has already 
been challenged with suits as to the validity of its hiring and promotion 
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procedures. Legal guidelines require that employers be able to prove 
that the standards they use for selection and advancement are fair to 
every applicant and employee, i.e., that these standards are job-related 
or valid. Demonstrating validity involves making a precise analysis of 
the job in question and of the abilities required to perform it and then 
proving a relationship between scores on certain tests or measures of these 
abilities and actual performance on the job. The proposal to the Office 
of Education for a project to validate selection procedures for school 
principals thus involved two phases, presented in summary below. 
Two Phases of Project 
1. Analysis of the Principals Job to Identify Significant 
Dimensions of Performance 
As the major means for analyzing the job, we will develop an objec¬ 
tive, standardized instrument for defining its basic functions and their 
relative importance—the Job Functions Inventory for School Principals. 
We assume that these functions will be generally similar for all princi- 
palships but that the emphasis on them will vary from situation to situa¬ 
tion. The Inventory will follow the format of one already developed for 
occupations in industry—a series of descriptions of job activities, which 
the individual arranges in a forced distribution according to their impor¬ 
tance in his work. A factor analysis will reveal the underlying signi¬ 
ficant dimensions of performance represented by these activities, and pro¬ 
files based on these dimensions will picture their comparative importance 
under different conditions of operation. 
The final sample of principals would be chosen to represent a com¬ 
prehensive variety of these conditions. Possible variables to consider 
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would be such influences as geographic location, school and system size, 
type, ethnic composition, and socioeconomic status of school, and the 
sex and race of the principal. 
What would emerge from this phase would be job descriptions matched 
to patterns of operating conditions. This information would answer the 
question, "What must principals be able to do in order to perform well 
in the many different types of principal ship which exist throughout the 
educational system in this country?" 
2. Validation of Selection Procedures for Predicting Job 
Performance 
With this information, we will be able to establish the "criterion" 
and "predictor" variables needed to carry out a validation study. "Cri¬ 
terion" variables are measures of performance on the job—data in any 
form which indicate the principals overall worth to his particular 
school and system. "Predictor" variables are measures of the objective 
and subjective qualifications which the principal brings to the job—the 
education, experience, skills, and personality characteristics which help 
or hinder him in doing his job. Some of these are matters of record. 
Others can be determined by psychological tests chosen to assess the ap¬ 
titudes and traits needed to perform well on the dimensions identified in 
the job analysis. Statistical techniques determine the relationship be¬ 
tween the predictors and the criteria. All qualifications and measures 
incorporated in the final recommended selection procedure will reflect and 
predict performance in the principals job. 
The scope of this proposed study was too broad for total funding. 
Therefore, we limited our immediate objective to the development of a 
preliminary form of the Inventory and a pilot study within the Chicago 
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area to provide data for a first factor analysis. This project was 
carried out in cooperation with the Midwest Administration Center, also 
of The University of Chicago, and was funded to them by the Office of 
Education, with the Industrial Relations Center as a subcontractor. 
JOINT PROJECT WITH MIDWEST ADMINISTRATION CENTER .TO DEVELOP 
AND ADMINISTER EXPERIMENTAL FORM OF INVENTORY 
Development of Inventory Form 
In developing the items (descriptions of job activities) for the 
experimental form of the Inventory, we used the standard data-gathering 
procedures for occupational analysis. These included a search of the 
literature on the school principalship, structured interviews with prin¬ 
cipals, teachers, and others familiar with the job, and a preliminary 
administration of the Inventory to a small sample of interested princi¬ 
pals. The 180 items developed from this research fall into a number of 
"intuitive" general categories and sub-categories, such as "Instructional 
Program," "Staff," and "Students," but these may have little relation to 
the final factorial structure of the Inventory. All items are descrip¬ 
tions of specific job activities. For examples 
—Helping teachers adapt the curriculum, where possible, to 
fit the needs of the students 
—Reviewing student performance on standardized tests for 
general evaluation of the school 
—Attending all required school-system meetings. 
The experimental Inventory is in card-sort form, which can be mailed 
to participating principals as part of a total "package" containing: 
—A deck of 180 IBM cards, each with an item printed on it, 
arranged in a standard random order 
—A covering letter from the Area or District Superintendent 
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—A covering letter from the Project Director for the study 
—Instructions for sorting the cards according to a five- 
point, forced-distribution scale after setting aside those 
judged "Not a Personal Job Function" 
—Envelopes in which to place the sorted cards according 
to scale placement 
—A return-addressed, stamped envelope for mailing the 
materials back to the Industrial Relations Center. 
The IBM card format is very convenient, since it can be processed and 
reused once it is returned. The cards are punched so that results can 
easily be recorded and each deck put through the sorter to restore the 
original standard random order. 
Chicago Area Sample 
An experimental sample from the Chicago area included all Chicago 
high school principals and every other (alphabetically by school) ele¬ 
mentary principal. Complete samples were taken from Districts 59 (Elk 
Grove), 65 (Evanston), and 218 (Blue Island). Not all of the mailed 
decks were returned. Of those returned, some had not been sorted (the 
Project Director’s letter requested a prompt return if the principal did 
not have time to do the sort), and some were not usable (not everyone 
feels able to conform to the demands of a forced distribution). Never¬ 
theless, a preliminary data bank on nearly 200 principals is now available. 
For this Chicago area sample, information on eight operating con¬ 
ditions will be secured (plus, of course, the known data on geographic 
location and system size). These conditions ares 
--Sex of Principal 
—Race of Principal 
—Type of School (high, elementary, other) 
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—Number of Students 
—Number of Classroom Teachers 
—Ethnic Composition of School (students and teachers) 
—Socioeconomic Status 
—Federal Assistance ("no" or "yes" and if "yes" whether ESEA 
or non-ESEA) 
The factor analysis done on this sample will establish tentative 
underlying dimensions for the principals job. Profiles based on these 
dimensions will show their relative importance under the differing opera¬ 
ting conditions which could be covered here. After an initial revision 
of the Inventory, we will be ready to test a new and broader sample of 
principal ships on a national level. 
PROPOSED NATIONAL PROJECT 
WITH CONSORTIUM FOR EDUCATIONAL LEADERSHIP 
The cooperation of the Consortium for Educational Leadership at 
this stage of the school principal study will provide many valuable inputs 
to the content and the quality of the final results. Among these are 
access to the broader national sample of school principals now needed 
and the advice and counsel of experienced educators on vital points of 
interpretation and application. 
Expansion of Sample 
The Chicago sample includes only some of all the diverse conditions 
of the principal ship which should be represented in the data for the final 
form of the Inventory. A national sample will add, among other things, 
different geographic locations, different size of school system, suburban 
and rural schools, and different ethnic mixes of students and of teachers. 
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An instrument based on such a sample should be applicable throughout 
the country in all its potential uses. 
Final Revision of Inventory 
The final revision of the Inventory will be based on a refactoring 
of all data. Some change in factorial structure can be expected at this 
time, and item changes, deletions, or additions will probably be needed. 
Here is one of the stages of this research where personnel from Consor¬ 
tium universities can make a significant contribution. Their knowledge 
of the principal's job, their "feel" for the educational environment 
will be absolutely necessary for the precise interpretation and charac¬ 
terization of each factor, for the refinement of existing items, and for 
the construction of any new items needed to enrich the content of the 
Inventory. 
Completion of Phase 1 of the Study 
Once the final revision of the Inventory is completed, the first 
phase of the total study will be over. We will have a sophisticated 
instrument which has yielded objective descriptions of the school prin¬ 
cipal 's job under many combinations of circumstances and which can next 
be utilized for the conisderable range of purposes for which it was 
developed. 
Development of Pre- and In-Service Training Programs 
The first application of the Inventory we plan on is its use for 
designing relevant, realistic programs of pre- and in-service training 
for prospective and acting principals. Research to date has shown that 
the connection between academic preparation for the principal ship and 
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effectiveness on the job has been, at best, weak. With the exact know¬ 
ledge of the demands of particular types of principalship supplied by 
the Inventory, Departments of Education can more effectively match the 
content of training to the demands of the job and develop specialized 
programs for specialized needs. 
In this project, the interest and participation of members of the 
Consortium are, of course, essential. They are the curriculum special¬ 
ists. Only they can provide the expert knowledge and the "laboratories" 
needed to experiment with the training applications of the Job Functions 
Inventory for School Principals. 
Concrete Products at Conclusion of Study 
At the conclusion of this national study of the school principal- 
ship, a number of concrete products will be available to the individuals 
and organizations participating in it. 
1. Final report on the project- 
2. Final form of the Job Functions Inventory for School Principals 
3. Individual importance profiles for each participating principal 
4. Consolidated importance profiles for defined operating condi¬ 
tions covered by the study 
5. Analysis of degree to which present pre-service training 
programs are responsive to identified job demands 




Name Person/Days Rate/Day Total 
Baehr 36 $180 $6,480 
F. Burns 29 108 3,132 
Veronee 16 108 1,728 
Stanley 41 43 1,763 
6 250 1,500 
2. Travel — 7 city representatives @ avg cost of $200/trip 
each rep will make 2 trips to Chgo. IRC staff would not 
travel. 
7 cities x $200/trip x 2 trips each rep = 
3. Supplies & Materials 
700 principals — need 500 sets card-sort @ $4 /set 2,000 
Envelopes & Mise stationary 200 
4. Communications 
Local phone - 9 months 240 
Long Distance Phone — 100 calls x $3 300 
5. Services 
a. Duplication & Reproduction 
1,600 inst shts — 5 pages 132 
Envelope printing - 1,000 40 







(1) Re-number decks (500) 650 
(2) Processing of decks on return 
from principals 650 
(3) KP & V school & principal 
characteristics 250 
(4) Tally & characterize data 400 
(5) Factor analysis & scoring 2,700 
(6) Analysis of variance 1,350 
c. Other Universities 
7 coop schools x $1,500 each (incl local travel) 
6. Final Report Production 
a. Final typing for repro (100 pages x $1.50) 
b. Duplication - 100 copies - 10,000 pages 
7. Equipment - none 
8. Other Direct Costs 
a. Consultants - methodological area 
b. Mailing Costs 
(1) 700 princ (one mailing) 200 IBM cards each 
$1.20 (1st class) x 1,400 mailings 
(2) Mise Postage 
(3) United Parcel to 7 locations- $10 x 7 x 2 
c. Mise Items—contingencies—4.4% of all above 
items 











Dists Baehr (5), Froemal, Swanson, Lonergan 
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NATIONAL PRINCIPALSHIP STUDY 
Sample Description Information 
UNIVERSITY 
Please fill in the appropriate numbers: 
NUMBER OF PINCIPALS BY TYPE: 
 High School* _ 
RACIAL CHARACTERISTICS: 
SEX CHARACTERISTICS:   
SIZE OF SCHOOLS:  
LOCATION: Inner-Ci 
ETHNIC COMPOSITION  
B1ack* 
Middle or 
■Junior High* Elementary 
Other 
 Nonwhite* white 
Female*   Male 
Small* Medium Large 
ty  Outer-City Suburb Rural 
Heterogeneous* Homogeneous 
WE WILL BE READY TO START COLLECTING DATA ON 
*Indicates priority item 
5/30/74 
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NATIONAL PRINCIPALSHIP STUDY RESEARCH TEAM 
Principal Investigators? 
Mel any Baehr, Senior Research Psychologist 
Industrial Relations Center 
The University of Chicago 
1225 East 60th Street 
Chicago, Illinois 60637 
(312) 753-2018 
Lonnie H. Wagstaff, Director 
Urban Educational Leadership Program 
The Ohio State University 
29 West Woodruff Avenue 
Columbus, Ohio 43210 
(614) 422-9300 
Atlanta University 
Barbara Jackson, Program Director 
Department of Educational Administration 
Atlanta University 
Old Oglethorpe Building 
55 Walnut Street, S. W. 
Atlanta, Georgia 30314 
(404) 525-4357 
Robert Hatch 
Department of Educational Administration 
Atlanta University 
Old Oglethorpe Building 
55 Walnut Street, S. W. 
Atlanta, Georgia 30314 
(404) 525-4357 
University of Chicago 
Donald Erickson, Director 
Midwest Administration Center 
University of Chicago 
5835 South Kimbark Avenue 
Chicago, Illinois 60637 
(312) 753-2483 
Dan Lortie 
Midwest Administration Center 
University of Chicago 
5835 South Kimbark Avenue 
Chicago, Illinois 60637 
(312) 753-2481 
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University of Chicago (Cont*d) 
Ian McAlpine 
160 Lester Road 
Park Forest, Illinois 60466 
(312) 481-4031 
Claremont Graduate School 
Conrad Briner 
Graduate Faculty in Education 
Claremont Graduate School 
900 North College Avenue 
Claremont, California 91711 
(714) 626-8511 
Michael Fay, Director* 
Los Angeles Urban Project 
234 Loma Drive 
Los Angeles, California 90026 
David Bowick** 
Los Angeles School District 
University of Massachusetts 
David S. Flight, Program Director 
Executive Leadership Program 
University of Massachusetts 
Amherst, Massachusetts 01022 
(413) 545-1563 
Ken Washington, Assistant Professor 
University of Massachusetts 
School of Education 
Amherst, Massachusetts 01002 
(413) 545-1563 
Ohio State University 
Russell Spillman, Assistant Professor 
Department of Educational Administration 
The Ohio State University 
29 West Woodruff Avenue 
Columbus, Ohio 43210 
(614) 422-7703 
Kirby Hall 
Ohio State University 
UCEA - 066 Ramseyer 
29 West Woodruff Avenue 
Columbus, Ohio 43210 
(614) 422-2564 
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University of Pennsylvania 
Bruce Cooper 
University of Pennsylvania 
Graduate School of Education 
Philadelphia, Pennsylvania 19104 
(215) 594-7364 
Henry Barksy 
326 South 19th Street 
Philadelphia, Pennsylvania 19103 
(215) KI 5-5489 
Iris Cleveland 
617 South 48th Street 
Philadelphia, Pennsylvania 19143 
(215) SA 6-3870 
Teachers College - Columbia University 
Julio George, Program Director 
Program of Educational Leadership 
Department of Educational Administration 
Teachers College - Columbia University 
New York, New York 10027 
(212) 678-3747 
C. E. L. Staff 
R. Bruce McPherson 
Consortium for Educational Leadership 
5801 South Kenwood Avenue 
Chicago, Illinois 60637 
(312) 667-8585 
Columbus Salley 
Consortium for Educational Leadership 
5801 South. Kenwood Avenue 
Chicago, Illinois 60637 
(312) 667-8586 
*No phone number listed with us at this time. 
**Address incomplete at this time. 
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T Fi E UNIVERSITY OF CHICAGO 
CHICAGO • ILLINOIS 60637 
INDUSTRIAL RELATIONS CENTER 
1 2 2 5 EAST SIXTIETH STREET 
June 20, 1974 
Dear Atlanta Principal: 
The Industrial Relations Center of The University of Chicago is cooperating 
with the Consortium for Educational Leadership in a national study of the school 
principalship. This study continues, on a broader scale, a pilot occupational 
analysis of the principal's job recently completed locally in the Chicago public 
school system. Our goal is to determine the major dimensions of the job and to 
establish their relative importance under a wide variety of operating conditions 
and constraints. These variables include: 
Type of school—elementary, secondary, or vocational 
Size of school and school district 
Site-- urban,. suburban, or rural 
Ethnic composition of student body and teaching staff 
Socioeconomic status of school neighborhood 
Results from our comprehensive national study will have immediate and long- 
range application for programs of training, selection, and job clarification. 
Atlanta University is working with us to help secure as representative and 
diverse a sample of school principals as possible. We should deeply appreciate 
your willingness to participate in this study as they request. Your participation 
involves filling our a specially developed Job Functions Inventory for School 
Principals and a brief Summary Sheet of data about your school and your principal- 
ship. All information you supply will be used for research purposes only. Individ¬ 
ual responses will not be made available to any local school system. 
Thank you for your cooperation. 
Sincerely yours, 
Melany Er-Ba4hr, Ph. D. 
A Director 
Manpower Research & Development 





ACCOMPLISHMENT QUESTIONNAIRE FOR PRINCIPALS 
This interview is one of the means that we are using to collect 
information for a study of the behavioral characteristics of principals 
which will help in the selection and training of prospective principals. 
We hope that you will answer the questions frankly as possible. Your 
replies will be strictly confidential. We are interested in how prin¬ 
cipals and assistant principals respond in general rather than how any 
particular individual answers the questions. 
1. Name of School 
2. Number of years as a teacher in this school 
3. Number of years in the school 
4. For Principals: 
Enrollment in your school 
Would describe the attendance area of this school as middle, 
lower working, or upper class? 
5. What accomplishments do you feel were the most important in this 
school over the past four years? This could include any phase of the 
school's operation—administration, personnel matters, curriculum— 
anything of a school-wide nature. 
74 
ACCOMPLISHMENT QUESTIONNAIRE FOR SUBORDINATES 
This interview is one of the means that we are using to collect 
information for a study of the behavioral characteristics of adminis¬ 
trators which will assist in the selection and training of prospective 
administrators. We hope that you will answer the questions as frankly 
as possible. Your replies will be strictly confidential. We are 
interested in how teachers respond in general, rather than how any 
particular individual answers the listed questions. 
1. Name  Name of School  
2. Number of years as teacher in this school 
3. What accomplishments do you feel were the most important in this 
school during the past three years?  
4. What accomplishments would your administrator name if he were asked 
this question?  
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DATA SUMMARY SHEET ON SCHOOL AND PRINCIPAL 
Name of Principal  
Name of School.  
School District   
City or Community  State 
Data on Principal 
Age  Sex Race  
Highest Academic Degree Major Field  
# of Years as a Principal  # of Years in Present Principalship 
# of Previous Principalships  
# of Previous Principalships at Different Levels from Present One  
Which Levels?   
# of Administrative Levels between You & Superintendent  
# of Administrative Levels between You & Classroom Teachers  
Data on School 
Lowest Grade Level Highest Grade Level  
(In figures reported below, exclude kindergarten. ) 
# of Students  # of Classroom Teachers  
# of Para-Professionals & Non-Certificated Staff  
% Student Turnover per Year  % Classroom Teacher Turnover per Year  
% Para-Professional & Non-Certiflcated Staff Turnover per Year  
(OVER) 
Developed by 
Industrial Relations Center Consortium for 
The University of Chicago Educational Leadership 
1225 E. 60th St. 5801 S. Kenwood 
Chicago, Illinois 60637 
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White. . . . 
Black. . . . 
Puerto Rican . 
Mexican. . . 





Students Teachers & Non-Certificated 
Socioeconomic Status Qffigh [^Middle Q Low 
(your judgment) 
ARE THERE SITUATIONAL FACTORS IN YOUR SCHOOL WHICH WOULD HELP US UNDERSTAND YOUR 
RESPONSES ON THE INVENTORY BETTER? 
Read and follow these instructions after you have read the 





Industrial Relations Center Consortium for 
The University of Chicago Educational Leadership 
1225 E. 60th St. 5801 S. Kenwood 
Chicago, Illinois 60637 
THE CHARLES STEWART MOTT BUILDING 
In deciding on the importance of each item or function for your principal- 
ship, think of your job the way it is, not the way you would like it to be 
or the way other people expect it to be. 
Your Final Goal: to divide the 180 items in the Inventory booklet into six 
categories of importance with 30 items in each. The categories are “Little 
or None,” “Some,” “Less than Average,” “More than Average,” “Much,” 
and “Outstanding.” There is no “Average” category. You must assign each 
item either to one of the “Below Average” or to one of the “Above Aver¬ 
age” categories. The booklet is designed so that you can make your impor¬ 
tance ratings in a systematic way, with plenty of chance to check on how 
many items you are putting in each category and to change your mind 
about a rating if you want to. 
STEP ONE 
Your Goal: to make a first division of the 180 items into two categories of 
importance with 90 items in each. 
Making Your Ratings: Work with the shaded middle two columns on the 
right of each booklet page, the columns labeled “Below Average” and 
“Above Average.” Read each item in the booklet, and put a light mark for 
it in its corresponding box in one of the two shaded columns, depending 
on whether you think it is of “Below Average” or “Above Average” im¬ 
portance for your job. In this first review of the items, distribute your 
ratings between “Below” and “Above” in any way you choose, but re¬ 
member that your final distribution for the booklet as a whole must be 
half and half-90 items rated “Below Average” and 90 “Above Average.” 
Checking Your Ratings: To keep a running count on your distribution as 
you finish each page, add the marks in each shaded column, and write the 
result in the appropriate box in the “COLUMN TOTALS” band beneath 
the items. For each two-page spread, add the two “Below Average” col- 
lumn totals, and write this total in the appropriate shaded box at the bot¬ 
tom of the page, as shown in the example. Do the same for the two 
“Above Average” totals. The consolidated totals box gives you your run¬ 
ning count. This running count is only a rough check. It is better to go 
through all items in the booklet to record your first reactions before you 
concern yourself too much about results on an individual page. However, 
if you find, for example, that you have 50 “Above” items and only 10 
“Below” ones on a two-page spread, you may have trouble later arriving 
at your final 90/90 first division of the items. Remember that before you 
go on to “STEP TWO,” you must have rated 90 items in the “Below Av¬ 
erage” category and 90 in the “Above Average,” as indicated by the 
printed numbers at the bottom of the shaded box. Go back and adjust 
your ratings where you have to to make up these two totals. 
STEP TWO 
Your Goal: to make a more precise distribution of the items into six cate¬ 
gories with 30 items in each—three categories of “Below Average” impor¬ 
tance (“Little or None,” “Some,” “Less than Average”) and three “Above 
Average” (“More than Average,” “Much,” “Outstanding”). The “Little or 
None” degree of importance includes, of course, items describing activities 
which are not personal job functions for you, such as tasks which are not 
relevant or not required in your principalship. 
Making Your Ratings: Work with the three columns to the left and the 
three columns to the right of the shaded area. Reread each item in the 
booklet. If you rated it “Below Average” in importance, decide which of 
the “BELOW” categories it should go in, and make a light mark in the 
appropriate box under the “BELOW” heading. Do the same for the items 
you rated “Above Average.” Once again distribute your “BELOW” and 
your “ABOVE” ratings in any way you choose, but remember that your 
final distribution for the booklet as a whole must be a six-way division, 
with 30 items in each category. 
Checking Your Ratings: To keep the running count on your distribution 
as you finish each page, add the marks in each unshaded column, and write 
this total in the appropriate box at the left or right on the bottom of the 
page, as shown in the example. As before, this running count is only a 
rough check. However, when you have finished your final rating of the 
items for the entire booklet, you should have assigned 30 to each of the 
six categories of importance, as indicated by the printed numbers at the 
bottom of the boxes. Go back and adjust your ratings where you have to 
to make up these totals. 
IMPORTANCE IMPORTANCE 
61. Organizing a safety committee to discuss safety problems  
62. Accounting to central office for school academic performance  
63. Consulting central office when legal problems arise  
64. Attending professional meetings and seminars outside district  
65. Working on a higher degree in the field of educational administration  
66. Securing central office support for school-initiated curriculum changes  
67. Arranging schedules so that teachers can meet across grade levels  
68. Encouraging teachers to ask for needed or additional instructional materials  
69. Coordinating activities of regular and specialized teaching staffs  
70. Informing teaching staff of criteria used in evaluating their performance  
71. Initiating programs for teaching English to bilingual or multilingual students  
72. Developing special programs for gifted or retarded students  
73. Reviewing student performance on standardized tests for general evaluation of the school 
74. Visiting homes of problem students  
75. Reporting school activities and events at P. T. A. meetings  
76. Understanding constraints of agreements with unions or teacher associations  
77. Serving on advisory boards of agencies working within the school  
78. Dealing with community visitors to school  
79. Supervising library services  
80. Delegating solution of some types of problem to grade or department chairpeople  
81. Accounting for monies collected by teachers  
82. Staying alert to possible safety hazards in and around the school  
83. Coping with unrealistic central office demands  
84. Distributing central office announcements to teachers  
85. Making curriculum evaluations required for reports to central office  
86. Developing teaching schedules  
87. Arranging for training in use of instructional materials  
88. Dealing with informal groups or cliques among the staff  
89. Establishing criteria for evaluating teacher performance  




































































































Clarifying for staff, students, and parents the state and system procedures for removing students 
from school when necessary  
Discussing student failures with teachers  
Dealing with street gang influence in the community  
Discussing student career and academic potential with parents  
Supporting grievances when they will be of long-range benefit to the school  
Working actively with religious institutions in developing special programs as needed  
Working with local community agencies and organizations in solving problems  
Supervising student health services  
Coordinating state and federal programs in the school  
Making final decisions for all budget expenditures  
Preventing drug use or sales on school premises '  
Working through administrative superior to promote innovative methods or materials  
Interpreting central office policies to apply to the school situation  
Making sure that instructional programs meet accreditation requirements  
Keeping teacher work loads about equal for all teachers  
Justifying unusual requests for supplies or materials to administrative superior.   
Evaluating all types of teaching staff on regular bases  
Assigning para-professionals or non-certificated staff where they can best provide service to 
teachers  
Reversing grade-level advancements if they prove not to be in the student’s best interest  
Reviewing student performance on school-designed achievement tests  
Arranging informal athletic meets with other schools in the area  
Coordinating activities of all parent groups in the school  
Working with parochial school systems to share educational or other programs  
Being a speaker at community organizations  
Inspecting physical plant of school regularly  
Combating rumors through communications, such as special meetings or fact sheets  
Developing the annual budget  
Keeping unauthorized persons off school premises  
Writing proposals for federal grants   
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Please Fill in: 
Name 
JOB FUNCTIONS INVENTORY School 
FOR SCHOOL PRINCIPALS School District 
City or Community 
State 
Developed by: Melany E. Baehr, Ph.D., 
Frances M. Burns, M.A., 
R. Bruce McPherson, Ph.D., 
Columbus Salley, Ed.D. 
DIRECTIONS: 
This Job Functions Inventory for School Principals provides a standardized and quantified 
procedure for identifying the major dimensions of a principal’s job as determined by the 
special operating conditions and constraints of that particular principalship. The Invento¬ 
ry consists of 180 items or descriptions of functions a principal may have to perform on 
some regular basis. Of course, even this many items cannot reflect the full complexity of 
the job or all dimensions of every principalship. However, a comprehensive sample of 
principals who took part in a pilot study, as well as a number of academic specialists in 
the field of education, participated in its development. Their participation helped to en¬ 
sure wide coverage both of functions common to most principalships and of ones charac¬ 
teristic of certain specialized job circumstances, such as a high school vs. a lower-grade 
school, an inner-city school vs. a suburban one. 
Your task in completing the Inventory is to rate the importance of each item or function 
for your particular principalship and to distribute your ratings equally along a six-point 
scale. This “forced-choice” type of rating is time-consuming but represents a standard 
research method for producing results which can be easily and directly compared among 
individuals and among groups of individuals. 
To complete the Inventory, use a #2 pencil, not a pen. (You will probably need to change 
some of your ratings as you go along.) First, fill in the identifying information requested 
in the box on the top right of this page. Second, open the booklet and tear off the bottom 
strip on pages 3 and 5 along the perforation provided for this purpose. Discard strips. 
Third, lay out the separate detailed instructions accompanying this Inventory booklet. 
Read them through carefully, consulting the “example” illustration as you go. Then fol¬ 
low them step by step as you make your ratings in the booklet. 
Research Edition TJVR-145 
6-4-2000 
Copyright 1974 
Industrial Relations Center Consortium for 
The University of Chicago Educational Leadership 
1225 E. 60th St. 5801 S. Kenwood 
Chicago, Illinois 60637 
































Suggesting possible special curriculum resources to teachers  
Assigning teachers to special duties, such as hall supervision  
Arranging opportunities for teachers to see new instructional methods or materials from outside 
the school  
Offering teacher vacancies to current staff before reporting them to central office  
Providing special supervision for new teachers  
Maintaining constructive relationships with athletic coaches   
Seeking community health services for students in need  
Supervising student programs to make sure they meet graduation requirements  
Maintaining interscholastic athletic programs  
Securing parent assistance in school programs and activities  
Dealing with teacher strikes  
Arranging for advanced elementary students to enroll in high school prep programs  
Understanding community political factors affecting the school  
Ensuring efficient use of audio-visual equipment  
Maintaining meaningful and up-to-date records on teacher performance  
Securing extra resources from the school system for dealing with drug problems in the school . 
Staying informed on system policies dealing with safety  
Arranging for school observance of special racial or ethnic holidays  
Staying informed on system policies and guidelines  
Attending required school-system meetings  
Maintaining regular contacts with other principals  
Maintaining regular program of reading in professional field  
Helping teachers adapt the curriculum to fit the needs of the students  
Scheduling special events, such as assembly speakers and career days  
Arranging for easy teacher access to teaching materials  
Conducting orientation meetings for teachers and staff  
Orienting new teachers to the community  
Assuring coordination and cooperation among specialized academic staff  
Counseling students on college entrance procedures  
Approving all student promotions  
COLUMN TOTALS 
30 30 30 
Total Pages 2 & 3 
Total Pages 4 & 5 
Total Pages 6 & 7 
GRAND TOTAL 
Below Average 







£ O e 
BELOW ABOVE 
31. Encouraging activities of student organizations  
32. Counseling parents on student problems  
33. Developing good relationships with union or teacher-association representatives on staff  
34. Cooperating with other schools in the neighborhood on common problems  
35. Working with community to determine its expectations for the school  
36. Personally supervising lunch room  ■ 
37. Ensuring that records on students are systematically and accurately maintained  
38. Allocating funds among grades or departments  
39. Organizing student monitors for safety in and around the school building  
40. Maintaining good relations with central office personnel  
41. Supporting and enforcing policies of central office  
42. Reading central office reports and bulletins  
43. Attending meetings of local principals’ association  
44. Setting personal professional goals on a yearly basis  
45. Discovering community views on needed curriculum changes  
46. Eliciting teacher cooperation for exceeding policy or contract guidelines  
47. Setting priorities for distribution of teaching materials  
48. Arranging meetings between teachers and custodial staff  
49. Documenting poor evaluations of teaching staff performance with concrete data  
50. Organizing staff, such as librarians or secretaries, to handle supervisory tasks during teachers’ 
duty-free periods  
51. Counseling with potential dropouts  
52. Evaluating student progress assessments  
53. Attending school athletic events  
54. Dealing with belligerent parents or parent groups  
55. Dealing with grievances submitted by staff members, unions, and teacher associations  
56. Working with student teachers from local universities  
57. Informing community about school problems, activities, and achievements  
58. Administering special lunch or breakfast programs  
59. Delegating appropriate responsibility to other members of the principal’s office  
60. Managing the school’s internal accounts  
| : 
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BELOW ABO\ /E 
61. Organizing a safety committee to discuss safety problems  
62. Accounting to central office for school academic performance  
63. Consulting central office when legal problems arise  111 
64. Attending professional meetings and seminars outside district  
65. Working on a higher degree in the field of educational administration  
66. Securing central office support for school-initiated curriculum changes  
67. Arranging schedules so that teachers can meet across grade levels  
68. Encouraging teachers to ask for needed or additional instructional materials  
69. Coordinating activities of regular and specialized teaching staffs  
70. Informing teaching staff of criteria used in evaluating their performance  
71. Initiating programs for teaching English to bilingual or multilingual students  
72. Developing special programs for gifted or retarded students  
73. Reviewing student performance on standardized tests for general evaluation of the school  
74. Visiting homes of problem students  
75. Reporting school activities and events at P. T. A. meetings  
76. Understanding constraints of agreements with unions or teacher associations  
— 
77. Serving on advisory boards of agencies working within the school  
78. Dealing with community visitors to school  r 
79. Supervising library services  
80. Delegating solution of some types of problem to grade or department chairpeople  1 Ijgjj 
81. Accounting for monies collected by teachers  
82. Staying alert to possible safety hazards in and around the school  
83. Coping with unrealistic central office demands  i 
84. Distributing central office announcements to teachers  
85. Making curriculum evaluations required for reports to central office  
86. Developing teaching schedules  
87. Arranging for training in use of instructional materials  M iBIl 
88. Dealing with informal groups or cliques among the staff  r ; 
89. Establishing criteria for evaluating teacher performance  : 




COLUMN TOTALS  > 
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BELOW ABOVE 
91. Clarifying for staff, students, and parents the state and system procedures for removing students 
from school when necessary  
ÜÉÉ 
92. Discussing student failures with teachers  
■■ 
93. Dealing with street gang influence in the community  
:-y y|;l 
94. Discussing student career and academic potential with parents  MM 
95. Supporting grievances when they will be of long-range benefit to the school  FF'-. SfySi 
96. Working actively with religious institutions in developing special programs as needed  
97. Working with local community agencies and organizations in solving problems  
98. Supervising student health services  
ÜÜ 
11 ■ 1 111 
liiMW 
SUMS 
99. Coordinating state and federal programs in the school  
100. Making final decisions for all budget expenditures  ! : iif 1■;|f 
101. Preventing drug use or sales on school premises  118 ill 
102. Working through administrative superior to promote innovative methods or materials  MM 
103. Interpreting central office policies to apply to the school situation  
104. Making sure that instructional programs meet accreditation requirements  
mm 
IFF msa 
y . . 
105. Keeping teacher work loads about equal for all teachers  
jfl$ 
106. Justifying unusual requests for supplies or materials to administrative superior  
107. Evaluating all types of teaching staff on regular bases  lltl 1 
108. Assigning para-professionals or non-certificated staff where they can best provide service to 
teachers  si 
109. Reversing grade-level advancements if they prove not to be in the student’s best interest  MMi 
110. Reviewing student performance on school-designed achievement tests  ;.w '' 
111. Arranging informal athletic meets with other schools in the area  
112. Coordinating activities of all parent groups in the school  
113. Working with parochial school systems to share educational or other programs  
114. Being a speaker at community organizations  
115. Inspecting physical plant of school regularly  
116. Combating rumors through communications, such as special meetings or fact sheets  
117. Developing the annual budget  
118. Keeping unauthorized persons off school premises  
119. Writing proposals for federal grants  
120. Reviewing lesson plans on a regular basis  
- i 8811 







Tear off this bottom strip along perforation and discard. 
O
utstanding 
121. Making independent decisions with teachers and staff regarding the acquisition and use of 
instructional materials   
122. Assigning personnel to substitute for absent teachers  
123. Evaluating performance of para-professionals or non-certificated staff  
124. Developing contacts and procedures for dealing with truancy  
125. Involving students in decision-making on their individual plans of instruction  
126. Dealing with racist groups in the community, either white or black  
127. Supervising playgrounds  
128. Training and effectively utilizing vice-principals  
129. Accounting for annual budget expenditures with regard to instructional program  
130. Planning and supervising safety drills  
131. Developing procedures for reducing theft in the school  
132. Conferring individually with teachers on curriculum effectiveness  
133. Involving community in selection of instructional and library materials  
134. Supporting teachers in dealings with students  
135. Making final decisions regarding removal of para-professionals or non-certificated staff from 
school . . .  
136. Seeking teacher and parent assistance in identifying potential dropouts . .   
137. Supervising work-study programs to make sure they meet certain graduation requirements  
138. Requiring teachers to send parents all required reports, such as regular or special report cards. . . 
139. Adjusting to changing ethnic composition of school community  
140. Maintaining a security force adequate to deal with such school problems as gang activities and 
crowd control ,  
141. Appearing in court with students with legal problems  
142. Briefing staff on safety policies and procedures  
143. Accounting to central office for success or failure of innovative programs  
144. Experimenting with new types of instruction  
145. Helping teachers adjust to a school where another racial or ethnic group is in the majority  
146. Making final decisions regarding assignment of specialized staff  
147. Helping bused students adjust to the new school  
148. Using community-based resources to enrich the curriculum  
149. Developing strategies for minimizing racial conflicts within school  






























































Gathering information about politics of system decision-making  
Developing strategies to help integrate the world of the culturally different student into the life 
of the school  
Monitoring and evaluating behavior of teachers in dealing with members of different racial and 
ethnic groups in the school  
Evaluating performance of specialized staff  
— 
Counseling students with severe adjustment problems  
Assisting in development of plans for school desegregation  
Gaining support of individual board members for programs in the school  
Encouraging staff to develop own plans of instruction  
Providing teaching staff with feedback on individual evaluations  
Making final decisions regarding removal of specialized staff from school  
Administering disciplinary policy  
Working with local groups to determine bases for student evaluation  
Developing communication between teachers at various grade levels where possible and 
applicable  
Alerting teachers to help that can be provided by para-professionals or non-certificated staff . . . 
Developing programs to improve attendance  
Conducting school-initiated curriculum evaluations  
Working with teachers to establish criteria for evaluating their effectiveness in working with the 
different racial and ethnic groups in the school  
Including para-professionals or non-certificated staff in planning meetings on work load and 
special schedules  
Dealing ethically and legally with student rights movements  
Visiting classrooms regularly to supervise instructional program  
— 
Recruiting teacher candidates  
Working with street gangs inside the school  
Developing sex-education programs  
Making final decisions regarding hiring of teachers  
Making arrangements for supportive services for students, such as testing and speech therapy . . . 
Developing strategies to reduce student transiency  
Making final decisions regarding removal of teachers  
Developing resources to secure part-time and temporary jobs for students  
Involving parents in hiring of teachers  
Developing strategies for dealing with high teacher turnover  
COLUMN TOTALS > 
Total Pages 2 & 3 ... . 
Total Pages 4 & 5 ... . 
Total Pages 6 & 7 ... . 
GRAND TOTAL 
30 30 30 
Above Average 
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Edwards Personal Preference Schedule 
Allen L Edwards, University of Washington 
DIRECTIONS 
This schedule consists of a number of pairs of statements about things that you may or may not 
like; about ways in which you may or may not feel. Look at the example below. 
A I like to talk about myself to others. 
B I like to work toward some goal that I have set for myself. 
Which of these two statements is more characteristic of what you like? If you like "talking about 
yourself to others’’ more than you like "working toward some goal that you have set for yourself,” then 
you should choose A over B. If you like "working toward some goal that you have set for yourself” more 
than you like "talking about yourself to others,” then you should choose B over A. 
You may like both A and B. In this case, you would have to choose between the two and you should 
choose the one that you like better. If you dislike both A and B, then you should choose the one that you 
dislike less. 
Some of the pairs of statements in the schedule have to do with your likes, such as A and B above. 
Other pairs of statements have to do with how you feel. Look at the example below. 
A I feel depressed when I fail at something. 
B I feel nervous when giving a talk before a group. 
Which of these two statements is more characteristic of how you feel? If "being depressed when you 
fail at something” is more characteristic of you than "being nervous when giving a talk before a group,” 
then you should choose A over B. If B is more characteristic of you than A, then you should choose B 
over A. 
If both statements describe how you feel, then you should choose the one which you think is more 
characteristic. If neither statement accurately describes how you feel, then you should choose the one 
which you consider to be less inaccurate. 
Your choice, in each instance, should be in terms of what you like and how you feel at the present 
time, and not in terms of what you think you should like or how you think you should feel. This is 
not a test. There are no right or wrong answers. Your choices should be a description of your own per¬ 
sonal likes and feelings. Make a choice for every pair of statements; do not skip any. 
The pairs of statements on the following pages are similar to the examples given above. Read each 
pair of statements and pick out the one statement that better describes what you like or how you feel. 
Make no marks in the booklet. On the separate answer sheet are numbers corresponding to the numbers 
of the pairs of statements. Check to be sure you are marking for the same item number as the item you 
are reading in the booklet. 
If your answer sheet is printed If your answer sheet is printed 
in BLACK ink: in OTHER THAN BLACK ink: 
For each numbered item draw a circle around For each numbered item fill in the space 
the A or B to indicate the statement you for A or B as shown in the Directions on 
have chosen. the answer sheet. 
Printed in U.S.A. 
Do not turn this page until the examiner tells you to start. 
Copyright 1953 b^'The Psychological Corporation. 
All rights reserved os stated in the manual and Catalog. 
The Psychological Corporation, New York, N.Y. 
Copyright in Great Britain 
70-190TB 
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I like to help my friends when they are in trouble. 
I like to do my very best in whatever I undertake. 
I like to find out what great men have thought about 
various problems in which I am interested. 
I would like to accomplish something of great signifi¬ 
cance. 
Any written work that I do I like to have precise, neat, 
and well organized. 
B I would like to be a recognized authority in some job, 
profession, or field of specialization. 
4 A I like to tell amusing stories and jokes at parties. 
B I would like to write a great novel or play. 
5 A I like to be able to come and go as I want to. 
B I like to be able to say that I have done a difficult 
job well. 
6 A I like to solve puzzles and problems that other people 
have difficulty with. 
B I like to follow instructions and to do what is expected 
of me. 
7 A I like to experience novelty and change in my daily 
routine. 
B I like to tell my superiors that they have done a good 
job on something, when I think they have. 
8 A I like to plan and organize the details of any work 
that I have to undertake. 
B I like to follow instructions and to do what is expected 
of me. 
9 A I like people to notice and to comment upon my ap¬ 
pearance when 1 am out in public. 
B I like to read about the lives of great men. 
10 AI like to avoid situations where I am expected to do 
things in a conventional way. 
B I like to read about the lives of great men. 
11 A I would like to be a recognized authority in some job, 
profession, or field of specialization. 
B I like to have my work organized and planned before 
beginning it. 
12 A I like to find out what great men have thought about 
various problems in which I am interested. 
B If I have to take a trip, I like to have things planned 
in advance. 
13 A I like to finish any job or task that I begin. 
B I like to keep my things neat and orderly on my desk 
or workspace. 
14 A I like to tell other people about adventures and strange 
things that have happened to me. 
B I like to have my meals organized and a definite time 
set aside for eating. 
15 A I like to be independent of others in deciding what I 
want to do. 
B I like to keep my things neat and orderly on my desk 
or workspace. 
16 A I like to be able to do things better than other people 
can. 
B I like to tell amusing stories and jokes at parties. 
17 A I like to conform to custom and to avoid doing things 
that people I respect might consider unconventional. 
B I like to talk about my achievements. 
18 A I like to have my life so arranged that it runs smoothly 
and without much change in my plans. 
B I like to tell other people about adventures and strange 
things that have happened to me. 
19 A I like to read books and plays in which sex plays a 
major part. 
I like to be the center of attention in a group. B 
20 A 
B 
I like to criticize people who are in a position of au¬ 
thority. 
I like to use words which other people often do not 
know the meaning of. 
21 A I like to accomplish tasks that others recognize as re¬ 
quiring skill and effort. 







I like to praise someone I admire. 
I like to feel free to do what I want to do. 
I like to keep my letters, bills, and other papers neatly 
arranged and filed according to some system. 
I like to be independent of others in deciding what I 
want to do. 
I like to ask questions which I know no one will be 
able to answer. 
I like to criticize people who are in a position of au¬ 
thority. 
25 A I get so angry that I feel like throwing and breaking 
things. 
I like to avoid responsibilities and obligations. B 
26 A 
B 
I like to be successful in things undertaken. 
I like to form new friendships. 
27 A I like to follow instructions and to do what is expected 
of me. 
B I like to have strong attachments with my friends. 
28 A Any written work that I do I like to have precise, neat, 
and well organized. 
B I like to make as many friends as I can. 
29 A I like to tell amusing stories and jokes at parties. 
B I like to write letters to my friends. 
30 A I like to be able to come and go as I want to. 
B I like to share things with my friends. 
31 A I like to solve puzzles and problems that other people 
have difficulty with. 
B I like to judge people by why they do something—not 
by what they actually do. 
32 A I like to accept the leadership of people I admire. 
B I like to understand how my friends feel about various 
problems they have to face. 
33 A I like to have my meals organized and a definite time 
set aside for eating. 


















A I like to say things that are regarded as witty and 
clever by other people. 
B I like to put myself in someone else’s place and to 
imagine how I would feel in the same situation. 
A I like to feel free to do what I want to do. 
B I like to observe how another individual feels in a 
given situation. 
A I like to accomplish tasks that others recognize as re¬ 
quiring skill and effort. 
B I like my friends to encourage me when I meet with 
failure. 
A When planning something, I like to get suggestions 
from other people whose opinions I respect. 
B I like my friends to treat me kindly. 
A I like to have my life so arranged that it runs smoothly 
and without much change in my plans. 
B I like my friends to feel sorry for me when I am sick. 
A I like to be the center of attention in a group. 
B I like my friends to make a fuss over me when I am 
hurt or sick. 
A I like to avoid situations where I am expected to do 
things in a conventional way. 
B I like my friends to sympathize with me and to cheer 
me up when I am depressed. 
A I would like to write a great novel or play. 
B When serving on a committee, I like to be appointed 
or elected chairman. 
A When I am in a group, I like to accept the leadership 
of someone else in deciding what the group is going 
to do. 
B I like to supervise and to direct the actions of other 
people whenever I can. 
A I like to keep my letters, bills, and other papers neatly 
arranged and filed according to some system. 
B I like to be one of the leaders in the organizations and 
groups to which I belong. 
A I like to ask questions which I know no one will be 
able to answer. 
B I like to tell other people how to do their jobs. 
A I like to avoid responsibilities and obligations. 
B I like to be called upon to settle arguments and dis¬ 
putes between others. 
A I would like to be a recognized authority in some job, 
profession, or field of specialization. 
B I feel guilty whenever I have done something I know 
is wrong. 
A I like to read about the lives of great men. 
B I feel that I should confess the things that I have done 
that I regard as wrong. 
A I like to plan and organize the details of any work 
that I have to undertake. 
B When things go wrong for me, I feel that I am more 
to blame than anyone else. 
49 A I like to use words which other people often do not 
know the meaning of. 
B I feel that I am inferior to others in most respects. 
50 A I like to criticize people who are in a position of au¬ 
thority. 
B I feel timid in the presence of other people I regard 
as my superiors. 
51 AI like to do my very best in whatever I undertake. 
B I like to help other people who are less fortunate than 
I am. 
52 A I like to find out what great men have thought about 
various problems in which I am interested. 
B I like to be generous with my friends. 
53 A I like to make a plan before starting in to do some¬ 
thing difficult. 
B I like to do small favors for my friends. 
54 A I like to tell other people about adventures and strange 
things that have happened to me. 
B I like my friends to confide in me and to tell me their 
troubles. 
55 A I like to say what I think about things. 
B I like to forgive my friends who may sometimes 
hurt me. 
56 A I like to be able to do things better than other people 
can. 
B I like to eat in new and strange restaurants. 
57 A I like to conform to custom and to avoid doing things 
that people I respect might consider unconventional. 
B I like to participate in new fads and fashions. 
58 A I like to have my work organized and planned before 
beginning it. 
B I like to travel and to see the country. 
59 A I like people to notice and to comment upon my ap¬ 
pearance when I am out in public. 
B I like to move about the country and to live in differ¬ 
ent places. 
60 A I like to be independent of others in deciding what I 
want to do. 
B I like to do new and different things. 
61 A I like to be able to say that I have done a difficult job 
well. 
B I like to work hard at any job I undertake. 
62 A I like to tell my superiors that they have done a good 
job on something, when I think they have. 
B I like to complete a single job or task at a time before 
taking on others. 
63 A If I have to take a trip, I like to have things planned 
in advance. 
B I like to keep working at a puzzle or problem until 
it is solved. 
64 A I sometimes like to do things just to see what effect 
it will have on others. 
B I like to stick at a job or problem even when it may 
seem as if I am not getting anywhere with it. 
3 
65 A I like to do things that other people regard as un¬ 
conventional. 
B 1 like to put in long hours of work without being 
distracted. 
66 A I would like to accomplish something of great signifi¬ 
cance. 
B I like to kiss attractive persons of the opposite sex. 
67 A I like to praise someone I admire. 
B I like to be regarded as physically attractive by those 
of the opposite sex. 
68 A I like to keep my things neat and orderly on my desk 
or workspace. 
B I like to be in love with someone of the opposite sex. 
69 A I like to talk about my achievements. 
B I like to listen to or to tell jokes in which sex plays 
a major part. 
70 A I like to do things in my own way and without regard 
to what others may think. 
B I like to read books and plays in which sex plays a 
major part. 
71 A I would like to write a great novel or play. 
B I like to attack points of view that are contrary to 
mine. 
72 A When I am in a group, I like to accept the leadership 
of someone else in deciding what the group is going 
to do. 
B I feel like criticizing someone publicly if he deserves it. 
73 AI like to have my life so arranged that it runs smoothly 
and without much change in my plans. 
B I get so angry that I feel like throwing and breaking 
things. 
74 A I like to ask questions which I know no one will be 
able to answer. 
B I like to tell other people what I think of them. 
75 A I like to avoid responsibilities and obligations. 
B I feel like making fun of people who do things that 
I regard as stupid. 
76 A I like to be loyal to my friends. 
B I like to do my very best in whatever I undertake. 
77 A I like to observe how another individual feels in a 
given situation. 
B I like to be able to say that I have done a difficult 
job well. 
78 A I like my friends to encourage me when I meet with 
failure. 
B I like to be successful in things undertaken. 
79 A I like to be one of the leaders in the organizations and 
groups to which I belong. 
B I like to be able to do things better than other people 
can. 
80 A When things go wrong for me, I feel that I am more 
to blame than anyone else. 
B I like to solve puzzles and problems that other people 
have difficulty with. 
A I like to do things for my friends. 
B When planning something, I like to get suggestions 
from other people whose opinions I respect. 
A I like to put myself in someone else’s place and to 
imagine how I would feel in the same situation. 
B I like to tell my superiors that they have done a good 
job on something, when I think they have. 
A I like my friends to be sympathetic and understanding 
when I have problems. 
B I like to accept the leadership of people I admire. 
A When serving on a committee, I like to be appointed 
or elected chairman. 
B When I am in a group, I like to accept the leadership 
of someone else in deciding what the group is go¬ 
ing to do. 
A If I do something that is wrong, I feel that I should 
be punished for it. 
B I like to conform to custom and to avoid doing things 
that people I respect might consider unconventional. 
A I like to share things with my friends. 
B I like to make a plan before starting in to do some¬ 
thing difficult. 
A I like to understand how my friends feel about vari¬ 
ous problems they have to face. 
B If I have to take a trip, I like to have things planned 
in advance. 
A I like my friends to treat me kindly. 
B I like to have my work organized and planned before 
beginning it. 
A I like to be regarded by others as a leader. 
B I like to keep my letters, bills, and other papers neady 
arranged and filed according to some system. 
A I feel that the pain and misery that I have suffered has 
done me more good than harm. 
B I like to have my life so arranged that it runs smoothly 
and without much change in my plans. 
A I like to have strong attachments with my friends. 
B I like to say things that are regarded as witty and 
clever by other people. 
A I like to think about the personalities of my friends 
and to try to figure out what makes them as they are. 
B I sometimes like to do things just to see what effect 
it will have on others. 
A I like my friends to make a fuss over me when I am 
hurt or sick. 
B I like to talk about my achievements. 
A I like to tell other people how to do their jobs. 
B I like to be the center of attention in a group. 
A I feel timid in the presence of other people I regard 
as my superiors. 
B I like to use words which other people often do not 
know the meaning of. 
A I like to do things with my friends rather than by 
myself. 




















97 A I like to study and to analyze the behavior of others. 
B I like to do things that other people regard as uncon¬ 
ventional. 
98 A I like my friends to feel sorry for me when I am sick. 
B I like to avoid situations where I am expected to do 
things in a conventional way. 
99 A I like to supervise and to direct the actions of other 
people whenever I can. 
B I like to do things in my own way without regard to 
what others may think. 
100 A I feel that I am inferior to others in most respects. 
B I like to avoid responsibilities and obligations. 
101 A I like to be successful in things undertaken. 
B I like to form new friendships. 
102 A I like to analyze my own motives and feelings. 
B I like to make as many friends as I can. 
103 AI like my friends to help me when I am in trouble. 
B I like to do things for my friends. 
104 A I like to argue for my point of view when it is at¬ 
tacked by others. 
B I like to write letters to my friends. 
105 A I feel guilty whenever I have done something I know 
is wrong. 
B I like to have strong attachments with my friends. 
106 A I like to share things with my friends. 
B I like to analyze my own motives and feelings. 
107 A I like to accept the leadership of people I admire. 
B I like to understand how my friends feel about vari¬ 
ous problems they have to face. 
108 A I like my friends to do many small favors for me 
cheerfully. 
B I like to judge people by why they do something— 
not by what they actually do. 
109 A When with a group of people, I like to make the 
decisions about what we are going to do. 
B I like to predict how my friends will act in various 
situations. 
110 A I feel better when I give in and avoid a fight, than 
I would if I tried to have my own way. 
B I like to analyze the feelings and motives of others. 
111 A I like to form new friendships. 
B I like my friends to help me when I am in trouble. 
112 A I like to judge people by why they do something— 
not by what they actually do. 
B I like my friends to show a great deal of affection 
toward me. 
113 A I like to have my life so arranged that it runs 
smoothly and without much change in my plans. 
B I like my friends to feel sorry for me when I am sick. 
114 A I like to be called upon to settle arguments and dis¬ 
putes between others. 
B I like my friends to do many small favors for me 
cheerfully. 
A I feel that I should confess the things that I have 
done that I regard as wrong. 
B I like my friends to sympathize with me and to cheer 
me up when I am depressed. 
A I like to do things with my friends rather than by 
myself. 
B I like to argue for my point of view when it is at¬ 
tacked by others. 
A I like to think about the personalities of my friends 
and to try to figure out what makes them as 
they are. 
B I like to be able to persuade and influence others to 
do what I want to do. 
A I like my friends to sympathize with me and to cheer 
me up when I am depressed. 
B When with a group of people, I like to make the 
decisions about what we are going to do. 
A I like to ask questions which I know no one will be 
able to answer. 
B I like to tell other people how to do their jobs. 
A I feel timid in the presence of other people I regard 
as my superiors. 
B I like to supervise and to direct the actions of other 
people whenever I can. 
A I like to participate in groups in which the members 
have warm and friendly feelings toward one another. 
B I feel guilty whenever I have done something I know 
is wrong. 
A I like to analyze the feelings and motives of others. 
B I feel depressed by my own inability to handle vari¬ 
ous situations. 
A I like my friends to feel sorry for me when I am sick. 
B I feel better when I give in and avoid a fight, than 
I would if I tried to have my own way. 
A I like to be able to persuade and influence others to 
do what I want. 
B I feel depressed by my own inability to handle vari¬ 
ous situations. 
A I like to criticize people who are in a position of 
authority. 
B I feel timid in the presence of other people I regard 
as my superiors. 
A I like to participate in groups in which the members 
have warm and friendly feelings toward one another. 
B I like to help my friends when they are in trouble. 
A I like to analyze my own motives and feelings. 
B I like to sympathize with my friends when they are 
hurt or sick. 
A I like my friends to help me when I am in trouble. 
B I like to treat other people with kindness and sym¬ 
pathy. 
A I like to be one of the leaders in the organizations 
and groups to which I belong. 
B I like to sympathize with my friends when they are 

















130 AI feel that the pain and misery that I have suffered 
has done me more good than harm. 
B I like to show a great deal of affection toward my 
friends. 
131 AI like to do things with my friends rather than by 
myself. 
B I like to experiment and to try new things. 
132 A I like to think about the personalities of my friends 
and to try to figure out what makes them as 
they are. 
B I like to try new and different jobs—rather than to 
continue doing the same old things. 
133 A I like my friends to be sympathetic and understand¬ 
ing when I have problems. 
B I like to meet new people. 
134 A I like to argue for my point of view when it is at¬ 
tacked by others. 
B I like to experience novelty and change in my daily 
routine. 
135 A I feel better when I give in and avoid a fight, than I 
would if I tried to have my own way. 
B I like to move about the country and to live in differ¬ 
ent places. 
136 A I like to do things for my friends. 
B When I have some assignment to do, I like to start 
in and keep working on it until it is completed. 
137 A I like to analyze the feelings and motives of others. 
B I like to avoid being interrupted while at my work. 
138 A I like my friends to do many small favors for me 
cheerfully. 
B I like to stay up late working in order to get a job 
done. 
139 A I like to be regarded by others as a leader. 
B I like to put in long hours of work without being 
distracted. 
140 A If I do something that is wrong, I feel that I should 
be punished for it. 
B I like to stick at a job or problem even when it may 
seem as if I am not getting anywhere with it. 
141 A I like to be loyal to my friends. 
B I like to go out with attractive persons of the op¬ 
posite sex. 
142 A I like to predict how my friends will act in various 
situations. 
B I like to participate in discussions about sex and sex¬ 
ual activities. 
143 A I like my friends to show a great deal of affection 
toward me. 
B I like to become sexually excited. 
144 A When with a group of people, I like to make the 
decisions about what we are going to do. 
B I like to engage in social activities with persons of 
the opposite sex. 
A I feel depressed by my own inability to handle vari¬ 
ous situations. 
B I like to read books and plays in which sex plays a 
major part. 
A I like to write letters to my friends. 
B I like to read newspaper accounts of murders and 
other forms of violence. 
A I like to predict how my friends will act in various 
situations. 
B I like to attack points of view that are contrary to 
mine. 
A I like my friends to make a fuss over me when I 
am hurt or sick. 
B I feel like blaming others when things go wrong 
for me. 
A I like to tell other people how to do their jobs. 
B I feel like getting revenge when someone has in¬ 
sulted me. 
A I feel that I am inferior to others in most respects. 
B I feel like telling other people off when I disagree 
with them. 
A I like to help my friends when they are in trouble. 
B I like to do my very best in whatever I undertake. 
A I like to travel and to see the country. 
B I like to accomplish tasks that others recognize as 
requiring skill and effort. 
A I like to work hard at any job I undertake. 
B I would like to accomplish something of great sig¬ 
nificance. 
A I like to go out with attractive persons of the op¬ 
posite sex. 
B I like to be successful in things undertaken. 
A I like to read newspaper accounts of murders and 
other forms of violence. 
B I would like to write a great novel or play. 
A I like to do small favors for my friends. 
B When planning something, I like to get suggestions 
from other people whose opinions I respect. 
A I like to experience novelty and change in my daily 
routine. 
B I like to tell my superiors that they have done a good 
job on something, when I think they have. 
A I like to stay up late working in order to get a job 
done. 
B I like to praise someone I admire. 
A I like to become sexually excited. 
B I like to accept the leadership of people I admire. 
A I feel like getting revenge when someone has insulted 
me. 
B When I am in a group, I like to accept the leadership 
of someone else in deciding what the group is 
going to do. 
A I like to be generous with my friends. 






































A I like to meet new people. 
B Any written work that I do I like to have precise, 
neat, and well organized. 
A I like to finish any job or task that I begin. 
B I like to keep my things neat and orderly on my desk 
or workspace. 
A I like to be regarded as physically attractive by those 
of the opposite sex. 
B I like to plan and organize the details of any work 
that I have to undertake. 
A I like to tell other people what I think of them. 
B I like to have my meals organized and a definite 
time set aside for eating. 
A I like to show a great deal of affection toward my 
friends. 
B I like to say things that are regarded as witty and 
clever by other people. 
A I like to try new and different jobs—rather than to 
continue doing the same old things. 
B I sometimes like to do things just to see what effect 
it will have on others. 
A I like to stick at a job or problem even when it may 
seem as if I am not getting anywhere with it. 
B I like people to notice and to comment upon my ap¬ 
pearance when I am out in public. 
A I like to read books and plays in which sex plays a 
major part. 
B I like to be the center of attention in a group. 
A I feel like blaming others when things go wrong 
for me. 
B I like to ask questions which I know no one will 
be able to answer. 
A I like to sympathize with my friends when they are 
hurt or sick. 
B I like to say what I think about things. 
A I like to eat in new and strange restaurants. 
B I like to do things that other people regard as un¬ 
conventional. 
A I like to complete a single job or task at a time be¬ 
fore taking on others. 
B I like to feel free to do what I want to do. 
A I like to participate in discussions about sex and sex¬ 
ual activities. 
B I like to do things in my own way without regard 
to what others may think. 
A I get so angry that I feel like throwing and break¬ 
ing things. 
B I like to avoid responsibilities and obligations. 
A I like to help my friends when they are in trouble. 
B I like to be loyal to my friends. 
A I like to do new and different things. 
B I like to form new friendships. 
178 A When 1 have some assignment to do, I like to start 
in and keep working on it until it is completed. 
B I like to participate in groups in which the members 
have warm and friendly feelings toward one another. 
179 AI like to go out with attractive persons of the op¬ 
posite sex. 
B I like to make as many friends as 1 can. 
180 A I like to attack points of view that are contrary to 
mine. 
B I like to write letters to my friends. 
181 A I like to be generous with my friends. 
B I like to observe how another individual feels in a 
given situation. 
182 A I like to eat in new and strange restaurants. 
B I like to put myself in someone else’s place and to 
imagine how I would feel in the same situation. 
183 A I like to stay up late working in order to get a job 
done. 
B I like to understand how my friends feel about vari¬ 
ous problems they have to face. 
184 A I like to become sexually excited. 
B I like to study and to analyze the behavior of others. 
185 A I feel like making fun of people who do things that 
I regard as stupid. 
B I like to predict how my friends will act in various 
situations. 
186 A I like to forgive my friends who may sometimes 
hurt me. 
B I like my friends to encourage me when I meet with 
failure. 
187 A I like to experiment and to try new things. 
B I like my friends to be sympathetic and understand¬ 
ing when I have problems. 
188 A I like to keep working at a puzzle or problem until 
it is solved. 
B I like my friends to treat me kindly. 
189 A I like to be regarded as physically attractive by those 
of the opposite sex. 
B I like my friends to show a great deal of affection 
toward me. 
190 A I feel like criticizing someone publicly if he de¬ 
serves it. 
B I like my friends to make a fuss over me when I am 
hurt or sick. 
191 A I like to show a great deal of affection toward my 
friends. 
B I like to be regarded by others as a leader. 
192 A I like to try new and different jobs—rather than to 
continue doing the same old things. 
B When serving on a committee, I like to be appointed 
or elected chairman. 
193 A I like to finish any job or task that I begin. 
B I like to be able to persuade and influence others to 

















A I like to participate in discussions about sex and sex¬ 
ual activities. 
B I like to be called upon to settle arguments and dis¬ 
putes between others. 
A I get so angry that I feel like throwing and breaking 
things. 
B I like to tell other people how to do their jobs. 
A I like to show a great deal of affection toward my 
friends. 
B When things go wrong for me, I feel that I am more 
to blame than anyone else. 
A I like to move about the country and to live in differ¬ 
ent places. 
B If I do something that is wrong, I feel that I should 
be punished for it. 
A I like to stick at a job or problem even when it may 
seem as if I am not getting anywhere with it. 
B I feel that the pain and misery that I have suffered 
has done me more good than harm. 
A I like to read books and plays in which sex plays 
a major part. 
B I feel that I should confess the things that I have 
done that I regard as wrong. 
A I feel like blaming others when things go wrong 
for me. 
B I feel that I am inferior to others in most respects. 
A I like to do my very best in whatever I undertake. 
B I like to help other people who are less fortunate 
than I am. 
A I like to do new and different things. 
B I like to treat other people with kindness and sym¬ 
pathy. 
A When I have some assignment to do, I like to start 
in and keep working on it until it is completed. 
B I like to help other people who are less fortunate 
than I am. 
A I like to engage in social activities with persons of 
the opposite sex. 
B I like to forgive my friends who may sometimes 
hurt me. 
A I like to attack points of view that are contrary to 
mine. 
B I like my friends to confide in me and to tell me 
their troubles. 
A I like to treat other people with kindness and sym¬ 
pathy. 
B I like to travel and to see the country. 
A I like to conform to custom and to avoid doing things 
that people I respect might consider unconventional. 
B I like to participate in new fads and fashions. 
A I like to work hard at any job I undertake. 




















A I like to kiss attractive persons of the opposite sex. 
B I like to experiment and to try new things. 
A I feel like telling other people off when I disagree 
with them. 
B I like to participate in new fads and fashions. 
A I like to help other people who are less fortunate 
than I am. 
B I like to finish any job or task that I begin. 
A I like to move about the country and to live in differ¬ 
ent places. 
B I like to put in long hours of work without being 
distracted. 
A If I have to take a trip, I like to have things planned 
in advance. 
B I like to keep working at a puzzle or problem until 
it is solved. 
A I like to be in love with someone of the opposite sex. 
B I like to complete a single job or task before taking 
on others. 
A I like to tell other people what I think of them. 
B I like to avoid being interrupted while at my work. 
A I like to do small favors for my friends. 
B I like to engage in social activities with persons of 
the opposite sex. 
A I like to meet new people. 
B I like to kiss attractive persons of the opposite sex. 
A I like to keep working at a puzzle or problem until 
it is solved. 
B I like to be in love with someone of the opposite sex. 
A I like to talk about my achievements. 
B I like to listen to or to tell jokes in which sex plays 
a major part. 
A I feel like making fun of people who do things that 
I regard as stupid. 
B I like to listen to or to tell jokes in which sex plays 
a major part. 
A I like my friends to confide in me and to tell me 
their troubles. 
B I like to read newspaper accounts of murders and 
other forms of violence. 
A I like to participate in new fads and fashions. 
B I feel like criticizing someone publicly if he de¬ 
serves it. 
A I like to avoid being interrupted while at my work. 
B I feel like telling other people off when I disagree 
with them. 
A I like to listen to or to tell jokes in which sex plays 
a major part. 
B I feel like getting revenge when someone has in¬ 
sulted me. 
A I like to avoid responsibilities and obligations. 
B I feel like making fun of people who do things that 
I regard as stupid. 
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DESCRIPTIONS OF PERSONALITY VARIABLES USED IN THE EDWARDS 
PERSONAL PREFERENCE SCHEDULE 
1. ach Achievement: To do one's best, to be successful, to accomplish 
tasks requiring skill and effort, to be a recognized authority to 
accomplish something of great significance, to do a difficult job 
well, to solve difficult problems and puzzles, to be able to do things 
better than others, to write a great novel or play. 
2. def Deference: To get suggestions from others, to find out what 
others think, to follow instructions and do what is expected, to 
praise others, to tell others that they have done a good job, to 
accept the leadership of others, to read about great men, to con¬ 
form to custom and avoid the unconventional, to let others make 
decisions. 
3. ord Order: To have written work neat and organized, to make plans 
before starting on a difficult task, to have things organized, to 
keep things neat and orderly, to make advance plans when taking a 
trip, to organize details of work, to keep letters and files accord¬ 
ing to some system, to have meals organized and a definite time for 
eating, to have things arranged so that they run smoothly without 
change. 
4. exh Exhibition: To say witty and clever things, to tell amusing jokes 
and stories, to talk about personal adventures and experiences, to 
have mothers notice and comment upon one's appearance, to say things 
just to see what effect it will have on others, to talk about personal 
achievements, to be the center of attention, to use words that others 
do not know the meaning of, to ask questions others cannot answer. 
5. aut Autonomy: To be able to come and go as desired, to say what one 
thinks about things, to be independent of others in making decisions, 
to feel free to do what one wants, to do things that are unconven¬ 
tional, to avoid situations where one is expected to conform, to do 
things without regard to what others may think, to criticize those’in 
positions of authority, to avoid responsibilities and obligations. 
6. aff Affiliation: To be loyal to friends, to participate in friendly 
groups, to do things for friends, to form new friendships, to make 
as many friends as possible, to share things with friends, to do 
things with friends rather than alone, to form strong attachments, 
to write letters to friends. 
7. int Intraception: To analyze one's motives and feelings, to observe 
others, to understand how others feel about problems, to put one's 
self in anothers place, to judge people by why they do things rather 
than by what they do, to analyze the behavior of others, to analyze 
the motives of others, to predict how others will act. 
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8. suc Succorances To have others provide help when in trouble, to seek 
encouragement from others, to have others be kindly, to have others 
be sympathetic and understanding about personal problems, to receive 
a great deal of affection from others, to have others do favors 
cheerfully, to be helped by others when depressed, to have others 
feel sorry when one is sick, to have a fuss made over one when hurt. 
9. dom Dominance: To argue for one's point of view, to be a leader 
in groups to which one belongs, to be regarded by others as a leader, 
to be elected or appointed chairman of committees, to make group 
decisions to settle arguments and disputes between others, to per¬ 
suade and influence others to do what one wants, to supervise and 
direct the actions of others, to tell others how to do their jobs. 
10. aba Abasement: To feel guilty when one does something wrong, to 
accept blame when things do not go right, to feel that personal pain 
and misery suffered does more good than harm, to feel the need for 
punishment for wrong doing, to feel better when giving in and avoid¬ 
ing a fight than when having one's own way, to feel the need for 
confession of errors, to feel depressed by inability to handle situ¬ 
ations, to feel timid in the presence of superiors, to feel inferior 
to others in most respects. 
11. nur Nurturance: To help friends when they are in trouble, to assist 
others less fortunate, to treat others with kindness and sympathy 
to forgive others, to do small favors for others, to be generous 
with others, to sympathize with others who are hurt or sick, to show 
a great deal of affection toward others, to have others confide in 
one about personal problems. 
12. chg Change: To do new and different things, to travel, to meet new 
people, to experience novelty and change in daily routine, to ex¬ 
periment and try new things, to eat in new and different places, 
to try new and different jobs, to move about the country and live 
in different places, to participate in new fads and fashions. 
13» end Endurance: To keep a job until it is finished, to complete 
any job undertaken, to work hard at a task, to keep at a puzzle 
until it is solved, to work at a single job before taking on others, 
to stay up late working in order to get a job done, to put in long 
hours of work without distraction, to stick at a problem even though 
it may seem as if no progress is being made, to avoid being inter¬ 
rupted while at work. 
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14. het Hetrosexualitys To go out with members of the opposite sex 
to engage in social activities with the opposite sex, to be in 
love with someone of the opposite sex, to kiss those of the opposite 
sex, to be regarded as physically attractive by those of the oppo¬ 
site sex, to participate in discussions about sex, to read books 
and plays involving sex, to listen to or to tell jokes involving 
sex, to become sexually excited. 
15. agg Aggression: To attack contrary points of view, to tell others 
what one thinks about them, to criticize others publicly, to make 
fun of others, to tell others off when disagreeing with then, to 
get revenge for insults, to become angry, to blame others when 
things go wrong, to read newspaper accounts of violence. 
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LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE 
On these pages is a list of items that may be used to describe the 
behavior of your principal. Each item describes a specific kind of be¬ 
havior, but does not ask you to judge whether the behavior is desirable or 
undesirable. This is not a test of ability. It simply asks you to des¬ 
cribe, as accurately as you can, the behavior of your principal. 
DIRECTIONS: 
a. Read each item carefully. 
b. Think about how frequently the leader engages in the behavior 
described by the item. 
c. Decide whether he always, often, occasionally, seldom, or never 
acts as described by the item. 
d. Draw a circle around one of the five letters following the item 
to show the answer you have selected. 
A — Always 
B — Often 
C — Occasionally 
D — Seldom 
E — Never 
1. He or she does personal favors for group members. 
2. He or she makes his or her attitudes clear to the group. 
3. He or she does little things to make it pleasant to be 
a member of the group. 
4. He or she tries out his or her new ideas with the group. 
5. He or she acts as the real leader of the group. 
6. He or she is easy to understand. 
7. He or she rules with an iron hand. 
8. He or she finds time to listen to group members. 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
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9. He or 
10. He or 
11. He or 
12. He or 
indivi 
13. He or 
14. He or 
15. He or 
16. He or 
17. He or 
18. He or 
19. He or 
20. He or 
21. He or 
22. He or 
23. He or 
24. He or 





27. He or 







. He or 
30. He or 
31. 
she is friendly and approachable. 
she asks that group members follow standard 
and regulations. 
she fails to take necessary action. 
she makes group members feel at ease when tal 
to them. 
He or she lets group members know what is expected 
of them. 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B C D E 
A B Ç D E 
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32. He or she speaks as the representative of the group. A B C D E 
33» He or she puts suggestions made by the group into 
operation. ABODE 
34. He or she sees to it that group members are working 
up to capacity. ABODE 
35» He or she lets other people take away his leadership 
in the group. ABODE 
36. He or she gets his superiors to act for the welfare 
of the group members. ABODE 
37» He or she gets group approval in important matters 
before going ahead. ABODE 
38. He or she sees to it that the work of group members 
is coordinated. ABODE 
39. He or she keeps the group working together as a team. ABODE 
APPENDIX C 
LIST OF VARIABLES USED IN ANALYSIS 
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VARIABLE NUMBERS CORRESPONDING TO VARIABLE NAME 




































Combined Score on LBDQ. 
LBDQ Initiating Structure 
LBDQ. Consideration Structure 
Age of Principal 
Total . Years of Principal ship Experience 
Years in Present Position 
Sex of Principal 
Size of School 
School Number 
Percent Black Students 
Percent White Students 
Percent Black Teachers 
Percent White Teachers 
Socioeconomic Level 
Relations with Students and Teaching 
Staff 














































12341 809 368 441 564 6 3 1 500 1 
12342 912 453 459 720 15 3 1 300 2 
12343 925 467 458 660 9 5 1 806 3 
12344 977 467 510 696 11 8 1 381 4 
12345 831 388 443 600 4 4 1 243 5 
12346 802 450 352 684 16 5 1 389 6 
12347 960 465 495 564 5 5 1 700 7 
12348 738 354 384 516 6 6 1 300 8 
12349 962 462 500 660 8 8 1 730 9 
12350 899 438 461 502 9 8 1 482 10 
12351 932 465 467 564 7 6 0 314 11 
12352 827 461 356 524 4 4 0 610 12 
12353 865 367 498 672 18 18 0 287 13 
12354 951 506 445 624 9 6 0 475 14 
12355 897 446 451 600 15 15 0 552 15 
12356 1017 468 549 720 23 23 0 253 16 
12357 911 486 424 456 3 3 0 736 17 
12358 822 360 462 660 8 8 0 295 18 
12359 915 431 484 516 3 3 0 239 19 
12360 906 451 455 648 14 10 0 476 20 
12361 839 371 468 516 8 7 0 450 21 
12362 900 428 472 696 15 3 0 707 22 
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1.00 .00 .70 • 30 l 139 63 15 13 
1.00 .00 .98 .02 3 141 70 17 15 
1.00 .00 .70 .30 2 144 69 10 9 
1.00 .00 714 . 286 3 127 93 9 7 
1.00 .00 955 . 005 3 121 79 11 11 
.99 .01 .84 .16 3 132 80 9 8 
.95 .05 .95 .05 2 142 71 13 6 i 
1.00 .00 .84 .16 3 122 79 12 4 i 
.996 .004 .70 .30 3 153 66 10 4 
.996 .004 .88 .12 3 114 79 11 14 
1.00 .00 .59 .41 3 128 86 11 10 
1.00 .00 .66 .34 3 131 83 11 10 
.72 .28 .64 • 36 3 129 82 11 10 
.996 .004 .87 .13 3 138 73 10 5 
.004 .996 .08 • 92 2 135 84 15 15 
.694 .316 .687 .313 3 134 61 12 10 
.999 .001 .50 • 50 3 132 99 20 16 
.26 .74 .11 .89 2 136 85 9 12 
.98 .02 • 98 .02 3 143 78 18 18 ! 
1.00 .00 .75 .25 2 140 74 10 7 
1.00 .00 .98 .02 3 139 88 9 10 
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88 18 14 7 11 7 19 24 
65 20 18 6 13 9 20 21 
95 19 11 10 11 15 18 20 
81 21 14 17 12 12 13 21 
89 18 16 14 12 9 16 20 
96 16 23 15 15 13 14 14 
81 19 14 8 12 10 19 21 
85 17 14 18 6 6 11 18 
82 22 13 17 13 8 14 19 
81 14 17 13 11 3 20 19 
88 11 10 14 15 14 21 23 
87 18 16 14 10 10 11 17 
91 14 14 14 13 14 15 20 
99 14 17 13 15 17 14 20 
81 15 16 15 14 12 14 23 
91 13 17 23 14 21 7 6 
79 8 19 15 12 16 13 20 
84 9 16 19 10 13 8 22 
92 13 15 23 10 9 14 12 
99 10 17 19 11 13 12 18 
92 13 16 17 12 14 13 19 
89 13 21 16 9 13 18 24 
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1 19 14 20 
7 16 14 16 
3 16 13 17 
6 15 21 11 
8 16 15 15 
10 12 13 8 
4 17 14 18 
13 22 11 14 
11 15 10 15 
9 14 23 15 
3 14 9 11 
17 15 16 14 
9 14 12 12 
6 14 10 10 
7 13 17 19 
7 8 16 18 
12 13 20 20 
8 20 11 12 
15 18 15 15 
12 17 15 16 
10 14 13 15 







17 10 12 
14 12 6 
17 18 8 
24 2 11 
20 10 10 
17 12 5 
16 13 9 
23 10 18 
23 9 7 
22 9 11 
16 14 19 
16 13 16 
16 14 14 
17 16 8 
16 3 13 
21 18 10 
10 13 11 
14 26 9 
9 12 11 
11 17 10 
15 14 11 
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